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Abstract 
Abstract 
Less Industrialised Countries (LICs) are faced with globalisation of Manufacturing and 
business organisations, a reorganisation that requires use of new manufacturing systems and 
business organisation concepts like Agile corporation, Virtual organisation, Networks of 
Business Structures, Holonic and Bionic manufacturing organisation, just to name a few, all 
taking advantage of developments in electronic communication systems, computers and 
transportation networks which have reduced the distance between the customer, supplier and 
the manufacturer. LICs are likely to remain the candidates of further underdevelopment if 
manufacturing and business organisations ignore these necessary changes. 
It is therefore the aim and objective of this research to investigate the influence of culture on 
manufacturing and business organisation. And propose ways and procedures where possible for 
the LICs to take advantage of these modem manufacturing systems and technologies, which 
seem to offer their advantages at lower capital costs as compared to what AMTs used to offer. 
The research proposes that modem manufacturing systems can be implemented in LICs with 
some modification to suit national culture and the design of manufacturing organisations 
should consider the influence of culture. The theme of the project is that culture (national and 
organisational cultures) influences the success of modem manufacturing systems. 
Data collected from Zimbabwe's various manufacturing organisations shows that national 
culture has some influence on organisational culture. Modified Hofstede's questionnaire was 
used for data collection. Zimbabwe was chosen as a case study because it represent the sub-
Saharan Africa and other LICs with similar levels of per capita income. The country possesses 
many of the characteristics of LICs: economic under development, social under development 
and political under development. Zimbabwe has small to large industrial structures (light and 
heavy industries) and has low to medium levels of human resources development. Zimbabwe 
has also become the first country in Africa to pioneer the implementation of organisational 
reform using Japanese Manufacturing Systems. 
The results show that Zimbabwean organisations have high power distance characteristics. It 
was proposed that in designing manufacturing or business organisations for Zimbabwe the 
power distance characteristic should be considered in shaping the organisations structures. 
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Chapter 1 The Introduction 
Chapter One 
Introduction 
This chapter provides the general background and motivation for the research, and 
defines its scope and objectives. It introduces the main areas of research and the 
overall content ofthe dissertation. 
Less Industrialised Countries (LICs) are faced with globalisation of Manufacturing 
and business organisations, a reorganisation that requires use of new manufacturing 
systems and business organisation concepts like Agile corporation, Virtual 
organisation, Networks of Business Structures, Holonic and Bionic manufacturing 
organisation. All of these take advantage of developments in electronic 
communication systems, computers and transportation networks which have reduced 
the distance between the customer, supplier and the manufacturer. LICs are likely to 
remain underdeveloped if manufacturing and business organisations ignore these 
changes. 
Data collected from Zimbabwe's various manufacturing organisations using 
Hofstede's questionnaire was used to calculate national and organisational cultural 
dimensions of Zimbabwe's industrial organisations. Zimbabwe was chosen as a case 
study because it represent sub-Saharan Africa and other LICs with similar levels of 
per capita income. The country possesses many of the characteristics of LICs: poor 
economic infrastructure (economic under development), social under development 
and political instability (political under development). There are enshrined 
antagonistic attitudes on the shopfloor, between management and labour force (often 
under-educated and under-trained) mainly caused by cultural differences. Zimbabwe 
has small to large industrial structures (light and heavy industries) and has low to 
medium levels of human resources development. Zimbabwe has also become the first 
I 
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country in Africa to pioneer the implementation of organisational reform using 
Japanese Manufacturing Systems. 
1.1 RESEARCH BACKGROUND 
Researchers only recently started putting more effort into developmental problems of 
the Less Industrialised Countries (LICs), specially the industrialisation problems. 
However the last decade has seen a shift in attitude in the west towards the status of 
industrial development in the LICs, which do provide most of the raw materials to 
the world markets. A number of articles and working papers have been published on 
the status of industries in Latin America, Africa and Asia for the world bank, by 
consultants for individual governments, by academics and research fellows from 
these countries and other countries interested in the development of the so called 
Third World Countries (TWCs). 
The Institute of developmental Studies, UK, has published a number of papers in 
their bulletin about the development of TWCs,[48,49,50,51,52] written by 
professionals from all over the world, on topics ranging from the social, political and 
economic problems, targeted to the policy makers in government, and organisational 
problems in small and large firms of the LICs. A few papers have also been written 
about the manufacturing systems problems, caused by reorganisation and a shift from 
mass production to the so called Flexible Specialisation (FS) [196] in LICs. 
It is noted that Flexible Specialisation can take various forms, one can distinguish 
between a large firm variant and a small firm variant (and the combination of the 
two).The large firm variant takes place, when large firms decentralise and adopt new 
organisational techniques. In small firms FS results from their inter- connection or 
enter-networking (connection between small networks) creating clusters of small 
independent, but co-operative networks. This is said to have worked in Europe, some 
two decades ago, especially in Italy, Demnark and in German. Papers have been 
2 
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written recently discussing the applicability of this concept in the LICs 
[108,240,242,253,255]. 
The term less industrialised countries (LICs) has been chosen to emphasise our 
particular interest in the manufacturing sector and to distinguish our work from 
research done for policy makers on social and politico-economic development. It is 
perhaps more realistic to think in terms of more and less industrialised countries 
rather than developed and under-developed or less developed countries because; 
firstly, all countries in the world are developing, some at a faster rate than others and 
some appear to have a negative rate of development; and, secondly almost all 
countries have less industrialised regions (LIRs) and more industrialised regions. 
Manufacturing processes, systems and operation management philosophies and 
practices have fundamentally changed over the last two decades. There is a need for 
new ways of manufacturing organisation design, with a view of the fundamental 
changes taking place in the world markets and the influence of modem technologies 
and modem techniques of organisation and management. Less Industrialised 
Countries are now negotiating fair trade regulations and rules (GATT). Concepts 
like, Computer Integrated Manufacturing (CIM), which is about a decade old, but 
still not utilised to its fullest; Holonic manufacturing systems (HMS) a new 
approach; Virtual manufacturing organisation (VMO); and Agile manufacturing 
organisation (AMO), all directed towards Intelligent Manufacturing Systems (IMS) 
are unknown to industries in most LICs, other than in academic institutions. 
Researchers and academics are looking for ways manufacturing can cope with a 
global open and dynamic market. 
It is not surprising to note that although these manufacturing systems and concepts 
are over a decade old, in LICs they are new or hardly known. According to 
Kaplinsky [51], LICs have remained weak in their manufacturing strategy because 
they remain behind when other parts of the world are changing. The author does 
agree with Kaplinsky. Experience shows that multinationals operational in LICs use 
3 
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AMT in industrialised countries and the old technologies in the LIes, for the reason 
that the manpower is perceived to be lowly educated in LIes [51,116]. 
It is against this background that this research was initiated. The motivation behind 
the research was to investigate the need of LIes to achieve the best possible forms of 
industrialisation taking account of culture and infrastructure so that they can best 
utilise and develop their people and eradicate poverty. In the case of Zimbabwe, there 
is a need to search for ways to move away from an agriculturally empowered 
economy prone to environmental catastrophe (e.g. drought) to a modem culturally 
sensitive industrial and agricultural economy. 
Zimbabwe has become the first country in Africa to pioneer the implementation of 
organisational reform. The results, reported by Kaplinsky [50,51], of the reforms 
reflect evidence both of successful and unsuccessful adoption of new technologies 
(mainly Japanese manufacturing systems and organisation) 
Zimbabwe's manufacturing sector has developed a number of features distinctive in 
relation to global patterns of industrial development and those prevailing in the 
region. The sector represents a relatively large share of the gross domestic product 
(Gnp) and it is a sector that is to a large degree self-sufficient. 
It is recognised that most LIes (Zimbabwe in particular) are entering the new 
competitive environment with a manufacturing sector steeped in on old culture of 
suspicion, cynicism, self-regarding, fear and mistrust, second rate performance and, 
use of outdated forms of manufacturing organisation [51]. A historical legacy of 
tension, suspicion and mistrust between the management and the labour force, was 
seen from a study by Kaplinsky and Posthuma [49,50,51] in six manufacturing 
organisations. The world bank consider it to be a stumbling block for changes from 
old forms of manufacturing organisation to the new forms of manufacturing 
organisation, which is a prerequisite of success in the globally oriented new business 
environment. 
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It is therefore the aim and objective of this research to investigate the influence of 
culture on manufacturing and business organisation. And propose ways and 
procedures where possible for the LIes to take advantage of these modem 
manufacturing systems and technologies. 
Research Proposal 
The research proposes that modern manufacturing systems can be implemented in 
LICs with some modification to suit national culture and the design of manufacturing 
organisations should consider the influence of culture. The theme of the project is 
that culture (national and organisational cultures) influences the success of 
manufacturing organisatioons in LICs. 
1.2 The Research Objectives 
I. To investigate the effects of culture on manufacturing and business organisation in 
Zimbabwe. 
2. To propose ways and procedures for implementing the new forms of 
manufacturing systems and business organisations. 
The first three chapters set the scene for the research by providing a literature survey 
on the characteristics of LICs, the modem manufacturing systems and the 
determinants of their success in LICs. 
Chapter two reviews the characteristics of Less Industrialised Countries (LICs) and 
the problems of underdevelopment: economic, social and political 
underdevelopment. 
Zimbabwe's developmental level and the nature of its industries are discussed. There 
are sections on the economic performance, infrastructure, economic structural 
adjustment programmes and its effects on manufacturing , industrial and national 
5 
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skill base. Also covered in this chapter are areas like financial systems, government 
policy and support to the manufacturing industries, and the natural resources. There 
is a section on industrial organisation in Zimbabwe and the types of industries being 
promoted in the country. 
The chapter concludes with a section on the author's views on the developmental 
problems of Zimbabwe's industries and suggest that culture has some influence on 
the industrial organisations in Zimbabwe. 
Chapter three introduces developments in modern manufacturing technologies in 
relation to LICs. The modern manufacturing technologies include Virtual and Agile 
manufacturing organisation, Japanese Manufacturing Systems, Network Business 
Structures, and Holonic Business Structures and Networks. 
The importance of these new forms of manufacturing systems and concepts to Lies 
is discussed and compared. 
Chapter four covers the literature review on culture in general and its importance as 
a determinant of successful implementation of the new forms of manufacturing 
systems organisation. 
The chapter contains sections on dimensional models of national culture and 
organisational culture as suggested by Hofstede [41,42,125]. There is a section on the 
Shona culture, which is the dominant sub-culture in Zimbabwe. The shona culture 
will be referred to as the national culture of Zimbabwe throughout this research. 
Chapter five covers the design of the questionnaire and how the questionnaires were 
used. The questionnaire was developed from Hofstede's recommended questionnaire. 
The questionnaire was targeted to a general population employed in industrial 
organisations in Zimbabwe. Which include all levels of organisational hierarchy. A 
6 
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Likert scale was used with rating 1 to 5. Rating 3 being neutral or undecided in some 
questions, see the questionnaire in Appendix 1. 
Chapter six consists of the fieldwork done in Zimbabwe for two and half months. 
The data collected in the fieldwork was analysed and the results discussed. The 
calculation of the national culture dimensions, power distance, uncertainty 
avoidance, individualism and masculinity, showed that Zimbabwe has a high power 
distance national culture. Zimbabwe's position in comparison with Hofstede's 
findings was found. The results showed that Zimbabwe's position in most cases was 
located in the same segment with many other Less industrialised Countries and 
regions in Hofstede's findings. 
This chapter includes also the calculations of the dimensions of organisational 
culture in Zimbabwe's Industrial organisation, using the same data collected during 
the fieldwork in Zimbabwe. 
Chapter seven covers the discussion of the results and findings of the research, the 
implications to industries in Zimbabwe and LICs in general and conclusions. Also 
included in this chapter are suggestions on areas for further research which could not 
be covered by this work. 
7 
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Chapter Two 
The Characteristics of Less Industrialised Countries 
2.0 Introduction 
The main aim of this chapter is to review the characteristics of Less Industrialised 
Countries (LICs), including the problem they face in the pursuit of industrialisation. 
Zimbabwe, which is our main case study, will be discussed in more detail. We shall 
discuss Zimbabwe's development level and major indicators of development like 
infrastructure (economic development), culture (social development) and political 
stability (political development). 
2.1 Less Industrialised Countries (LICs) 
There are over one hundred countries that fall into this category, and they are 
normally referred to as less developed countries or the third [36,195] world and 
sometimes developing countries [48,50,131. Through out this work these terms are 
interchangeable, all meaning Less Industrialised Countries (LICs) or regions. 
Although there is a substantial diversity among the LICs, there is a set of common 
characteristics found in all these nations, under the common denominator, 
"underdevelopment" [195]. All suffer from some aspects of economic, social and 
political underdevelopment, as compared to the countries referred to as developed 
countries. There are some countries within the LICs category, which have partially 
developed. These are now referred to as newly Industrialised countries (NICs); they 
remain in the category of developing countries because they are politically 
underdeveloped [224]. 
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2.1.1 Economic Underdevelopment 
The most prominent characteristic of many LICs is poverty (which is measured by 
the level of GDP and the inequality of national income distribution). This is 
manifested at the national level by low per capita gross domestic product (GDP), 
poor infrastructure including transportation and communications, limited use of 
modern technologies, and low consumption of fossil fuels and nuclear energy [224]. 
There are more characteristics related to economic development found in a number of 
publications [222,223,224], some of them shall be discussed later in relation to 
Zimbabwe. Manufacturing, which is the primary wealth creator is almost zero in 
most LICs, even though most of these developing countries have abundant natural 
resources. These countries export unprocessed primary products and then import 
them back at double the price [221]. Some trade partners from the Industrialised 
world (European Union) have designed trade pacts like the Lome Conventions to 
encourage industrialisation in developing countries, an incentive for further 
processing of primary products to reduce dependence on resources based products 
[221 ]. 
All in all LICs, not only produce less wealth and income, but also in several of these 
countries wealth is poorly distributed. 
2.1.2 Social Underdevelopment 
Poverty and poor public policies adversely affect social development in most LICs. 
There are limited opportunities for human development and limited education. 
Resulting in low literacy rate compared to the developed countries. Improved 
education leads to political development as well as productivity improvement and 
scholars [224] agree that the spread of education furthers economic development. 
This is lacking in most LICs. Poor human resources development is one of those 
characters that have led to decline in development in all LICs. 
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2.1.3 Political Underdevelopment 
Political instability in most LICs has affected development adversely. Political 
stability creates an environment conducive to investment and improved productivity. 
Some investors in developed countries have doubt investing in LI Cs because of 
political uncertainties and instability, besides other factors to be discussed later 
[37,195]. 
Therefore, as a conclusion, development in whichever area mentioned above has 
been hindered, besides natural disasters, by poor human resources development, poor 
investment and industrialisation policies as well as poor economic infrastructures 
such as transportation and communications. These seem to be the major common 
characteristics of LICs, although the levels of these inadequacies vary from one 
country to another. 
The following section looks at Zimbabwe's developmental level and the nature of its 
industries with emphasis on the manufacturing sector. 
2.2 Zimbabwe 
Zimbabwe ended its first five-year Economic Structural Adjustment Program 
(ESAP) in 1995, reorienting its economy from the state-dominated economy since 
independence in 1980 toward an open market-based economic model [209,226,227]. 
The govemment has opened up the economy, improving the investment climate and 
allowing market incentives to draw local businesses to foreign trade. As a result, 
doing business in Zimbabwe is now easier than ever before. 
Zimbabwe is a small and landlocked country, with a population estimated at about 
11.9 million and on an area of about 391000 square kilometres. It is located at the 
heart of Southern Africa and the SADCC region, sharing international borders with 
Botswana, Mozambique, South Africa (which recently became independent) and 
Zambia. Besides being landlocked, Zimbabwe's central location and its well 
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developed transport and communication systems, as compared to its neighbours, 
makes it a very important route connecting countries North and South of its borders, 
and East and West of its borders [37,38]. 
Zimbabwe has a fairly developed economy, which is well integrated with high 
linkage among the entities of economic activities. The raw materials producing 
sectors are well established and contribute significantly to the national output and 
employment. The Manufacturing sector contributes 25% of real GDP, while 
agriculture and mining contribute 12% and 7% respectively. Services account for 
over 50% of GDP (commerce 20%, Public administration 10%, Education 9%, 
Transport and communications 7%, and other services 5%) [37,209, 244] as shown in 
figure 2.1. 
Zimbabwe has the most diversified structure of production in the SADC region 
[37,48,50], ranging from light industry subsections to heavy metals and metal goods. 
In 1980, of the total MV A, food products and beverages accounted for 19.2%, 
tobacco, textiles, clothing and footwear 23.4%, and iron and steel, non-ferrous 
metals, metal products excluding machinery, electrical machinery and transport 
equipment 31 % [37]. Though Zimbabwe's capital goods sector is mainly geared for 
the domestic market, it exports surplus capital goods to the regional market, the 
SADC. 
The SADC region, according to Amin et. al. [37], sees Zimbabwe as a supplier of 
capital goods, with specific reference to machine tools, irrigation pumps, mining 
equipment, and railway wagons, rolling stock and other rail equipment. Given the 
wide diversity in natural resources a reasonably large population and a large 
geographical area, the country's industrial sector that is mainly concerned with raw 
material extraction, has a chance to develop into a developed industrialised sector. 
The only fundamental obstruction to industrial development is more historical in 
nature than environmental [37, 38, 46, 48, 47] and other factors, which shall be 
discussed later. 
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Figure 2.1. The structure and contribution of each manufacturing sector to the gross 
domestic product (relative weight of activities 1995) [221] 
Zimbabwe's economy remains agriculturally based, a characteristic of most LIes, 
and this sector's recovery from drought related decline in 1994/95 is expected to 
stimulate strong customer led recovery in manufacturing and distribution of wealth 
[243]. 
2.2.1 Economy Performance 
The Zimbabwean economy experienced a significant up-turn during the past few 
years, following a good agricultural harvest during 1993 [51], whose benefits spread 
over the integrated economic entities through intra- and inter-linkages. The year 1992 
had seen the most severe drought that ravaged the whole of Southern Africa. The 
drought plus ESAP had left the country and some of its major trade partners with a 
negative growth of minus 2-3% [244], in other words with a collapsing economy. 
The subsequent economic recovery (partially in 1993 and after 1995) resulted in 
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more resources being allocated or committed to economic reform than to drought. 
The economy experienced a strong recovery in 1996 and registered an estimated real 
GDP growth rate of 8.1 %. This growth was largely underpinned by an increase in 
agricultural output of 48.6% following the abundant rains during the 1995-96 agro-
season. [243, Zimbabwe Budget, 1997-1999J 
Manufacturing which has a strong linkage with agriculture grew by 3.5%, after 
experiencing a 13.6% decline in 1995. Manufacturing is estimated to grow by 6% as 
a result of a combination of factors such as improved access to the South African 
markets and the positive impact of the rationalised tariff structure on domestic 
economic activity. Production in mining was sluggish in 1996 and registered a 
decline of 0.2% [243, Zimbabwe Budget, 1997-1999J 
The achievements made during the last two years include the following: 
• Inflation fell from 46% of 1992 to 25% in 1993 as a result of tight monetary 
policies and control. Inflation is still on downward trend in 1996 from a high of 
28% at the beginning of the year to 16.4% at the end of December 1996, resulting 
in annual average of 21.7% for the year 1996. The inflation rate, which had 
declined from 16.4% in December1996 to 15.8% in January 1997, shot up to 
22.4% in April before declining to 20.7% in May 97. However, by June, 1997 the 
rate has since risen to 21.4%. [243,245, Zimbabwe Budget, 1997-1999]. 
• rationalisation of exchange rate 
• drop in budget deficit through reduction in government recurrent expenditure 
• removal of foreign exchange restrictions 
• reduction in personal, corporate and other forms of tax 
• removal of price control and subsidies. 
The pressures of inflation are very common in most LIes because of poor 
management by both the private sector and policy makers. Overall, the economy is 
expected to experience a growth rate of about 5% in 1989[243 Zimbabwe Budget, 
1997-1999). 
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These are few indicators showing that the up-turn in both domestic demand and 
external trade will continue. The question which comes into mind is, what will 
happen if the up-turn becomes continuous? Will the manufacturing industry meet the 
continuous trend in domestic and external market demands? If not, why, how and 
what are the precautions being taken and what are the projected results. These are 
some of the unanswered questions by policy makers and industrialists of Zimbabwe. 
2.2.2 Zimbabwe Infrastructure 
Zimbabwe's infrastructure has been developing since 1980 after independence, and is 
now nearing the world class status and is second to South Africa in Africa as a 
whole. Plans are underway for electrifying all rural areas and supplying clean piped 
water to all by the year 2000. Telecommunication networks reach every corner of 
Zimbabwe and digitisation and upgrading programs are now at an advanced stage, 
especially in major towns and cities. Mobile telecommunication plans are already 
underway with private companies spear heading this particular program [226,227]. 
2.2.2.1 Transport And Communication 
Zimbabwe's transport and communication systems make it the heart of Southern 
Africa especially the SADCC region countries, besides its landlocked Geo.-economic 
dependence on South Africa and Mozambique. The country has two international 
Airports and over 400 airfields throughout the country. Zimbabwe has a modem 
efficient rail and road transport network linking it to principal ports in Mozambique 
and South Africa as well as to Zambia, Angola, Zaire and Malawi [221,227]. 
2.2.2.1.1 Railways 
The country's main railway network connects all major cities and towns. The total 
length of rail track in the network within the country is 4304 km of which 383 km is 
electrified. From its borders Zimbabwe railway lines connect it with the ports in 
Mozambique and South Africa. Zimbabwe owns and manages the railway line 
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connecting it to South Africa through Botswana. Zambia's railways are connected to 
Zimbabwe's lines at the Victoria Falls. Zimbabwe railways do connect Zambia to the 
ports in South Africa and Mozambique, at the same time connecting South Africa 
and Botswana to the rest of Africa [37,221,227J. 
The rail network, supplemented by the national Railways of Zimbabwe's (NRZ) 
Road and Motor Services, handles the bulk of Zimbabwe's imports and exports and 
links the country to principal ports in Mozambique and South Africa. The network 
also serves a large proportion of cargo destined for Zambia, Zaire and Malawi. An 
average total of over 12 million tonnes of cargo are moved by rail every year. In 
addition, regular passenger services are provided linking the main centres in 
Zimbabwe and there are scheduled passenger services to South Africa and Botswana 
[37,221,227]. 
The system is undergoing modernisation and re-equipment program funded by the 
world bank. Apart from a planned commuter rail system serving the capital city's 
dormitory area of Chitungwiza, no extensions to the existing rail network are planned 
in the near future [243, 227J. 
2.2.2.1.2 Roads 
Zimbabwe's major roads and secondary roads are tarred and minor roads are 
gravelled. The road networks reach almost every part of the country, with all cities 
and towns connected, secondary roads connecting growth points (developing towns) 
to small towns, and gravelled roads connecting rural areas to growth points. Road 
network also plays a major role in connecting Zimbabwe to its neighbours like the 
railway network. The estimated length of road network is about 100 000 km. The 
primary state of the road network is generally very good [37,227]. 
Major routes linking Zimbabwe with its neighbouring countries, as well as linking all 
the commercial centres internally, are fully paved and designed according to modern 
and international standards. 
15 
Chapter 2 The Characteristics ofLlCs 
Utilisation levels are very difficult to quantify for the total road network, however it 
is evident that the road system is being utilised at levels nearing or even exceeding 
full capacity, if judged from the rise in maintenance costs for the road network. 
2.2.2.1.2.1 Road Motor Transport 
In general, import and export formalities and border procedures for road motor 
transport have been improved following computerisation and the implementation of 
common customs documentation in the PTA countries. For heavy goods vehicles, the 
PTA Carriers License obviates the need for road motor permits for vehicle of PTA 
member states travelling in PT A countries. A bilateral agreement with South Africa 
was concluded permitting easy access for road haulage vehicles between the two 
countries and plans are underway to include South Africa as a full member of both 
SADC and PTA [37,221,227]. 
An integrated port-rail-road system and a network of freight forwarding and shipping 
agents and road transport brokers ensure competitive rates for handling and storage 
of freight. While a comprehensive system of rail tariffs applies, market forces dictate 
road haulage rates. Vehicles ply all routes in the sub-region from Cape Town to 
Luanda and Nairobi. 
The commercial goods transport sector, which is represented by the Transport 
Operators Association, has over 100 companies with a combined fleet of more than 
4500 vehicles. A number of these companies specialise in internal transportation, 
including the highly developed "collect and deliver" services linking the main 
commercial centres daily [221,227,244]. 
2.2.2.1.3 Air Transport 
As mentioned above Zimbabwe has two international airports and numerous airfields 
scattered all over Zimbabwe. Work on a new, modem international airport is 
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progressing in the capital city, Harare. A similar, but smaller terminal was built in 
Victoria Falls to improve facilities for tourists [227,244]. 
The country has two major airlines, the Zimbabwe airlines for passengers and 
Affretair, which is the national cargo airline. The national airline and several 
international airlines provide regular scheduled services between Zimbabwe and 
Europe, the Middle East and Australia. Air Zimbabwe provides scheduled services 
within Zimbabwe and the sub-region [221]. 
2.2.2.1.4 Telecommunication 
Zimbabwe's telecommunications network is one of the best in Africa. It consists of 
radio-relay links, open wire lines now being changed to fibre optics and a digitisation 
program are underway, and radio-television communication stations. Soon after 
independence satellite communication systems were installed at Mazoe, which 
connects Zimbabwe to any part of the world. Besides the digitisation program 
underway, there is a Mobile telephone systems development plan underway too, 
spear headed by private companies [227,243,244]. 
Post offices are scattered all over the country at every growth point and hospital and 
telephone facilities are also well distributed. It is easier to get a telephone line in the 
rural area than in major towns and cities where there is a very high demand. 
All in all transport and communication in Zimbabwe has been developed such that 
movements of goods from any part of the world to Zimbabwe and vice versa are in 
the order of weeks not months as in the past. Information flow (using fax, electronic 
mail and other electronic related means) is as fast as it is in any other country in the 
developed world. 
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2.2.2.1.5 Ports 
Zimbabwe is a landlocked country. Its access to the seas is mainly through 
Mozambique and South Africa. 
Generally Zimbabwe's infrastructure, which is continuously being improved and 
upgraded, is utilised to its fullest. Nationally the infrastructure stretches to remote 
parts of the country. Because of this, investment is spreading to areas, which a 
decade ago were no-go areas and unknown to the world. Primary and Secondary 
education, hospitals and clinics are now evenly spread throughout the country. 
Growth points and townships have likewise followed the education and health 
developments [37]. 
Government Departments and quasi-Government institutions generally operate the 
existing infrastructure. This is one of the best achievements of the Government of 
Zimbabwe. All private and public developments start on a solid infrastructure 
developed and maintained, and paid for by the public funds. 
2.3 Economic Structural Adjustment Programme (ESAP) 
Embarked on, in the year 1990, Zimbabwe's reform program, which is export led, 
was designed to improve economic growth and employment through the attainment 
of higher levels of investment and export growth. Local and foreign investments, 
including joint ventures, particularly those, which are export oriented, are encouraged 
in the manufacturing sector. Other area where investment is being encouraged is 
services, e.g. tourism, and mining [226,227]. 
An important component of the reform program is deregulation of controls on 
investment, imports, setting of prices and wages, remittance of foreign currency, and 
labour regulations, thus giving way to free market forces. ESAP fully deregulated the 
economy of Zimbabwe by the end of the year 1995. The second phase of ESAP is 
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now underway to consolidate the achievements made, and correct mistakes made in 
the first phase. 
2.3.1 The Effects OfESAP 
ESAP in the LICs, e.g. Zimbabwe, has removed the protective atmosphere 
mentioned earlier, which the local industries enjoyed and exploited ruthlessly, and 
opened the markets to international world class manufacturers leaving the local 
industries faced with no choice, either bankruptcy or change. Changing to what? Is 
the question still to be answered by many manufacturing organisation in Zimbabwe 
and in many LICs. Those who are changing are still to measure the benefit of change. 
Of the few studied by Kaplinsky [50,51] change did not all go well because of 
resistance encountered from within the organisation and poor supplier customer 
relationships. 
Protectionism policy only works in an ideal environment, when everything is 
predictable and controllable. In today's new global business environment, 
protectionism retards development and destroys the future. Protectionism had a 
number of effects on the local industrial sector and the economy as a whole. In a 
protected atmosphere a firm could survive without making any profit. It had a 
guarantee from the government that whatever was produced was sold within the 
country, without any competition. Most of the firms, if not all, were subsidised by 
public funds, and thus the government bought their products. This meant that all the 
losses they made were automatically government losses. Even exporting sectors like 
mining and agriculture were to some extent subsidised by the government. This was 
done through the marketing boards, which were designed to cut direct contact with 
the international markets for the local producers. 
The protectionism policy developed a "the way we do things" culture in the local 
industries, such that both the employers and employees negatively received ESAP. 
The Manufacturing sectors in many LICs as well as in Zimbabwe remain less 
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innovative. They failed to take advantage of protectionism, besides having much of 
the world's natural resources at their disposal. 
ESAP removed all the restrictions, such that, governments which used to over spend 
have now reduced their spending, in some case by over 30% of GDP. Governments, 
because of ESAP are reducing civil servants, and privatising parastatals (state owned 
enterprises), especially non-profit ones. While, politically many firms advocated 
ESAP, now many companies have changed hands a number of times and workers are 
losing their jobs due to relaxation of labour regulations. 
The only firms likely to survive are those using local raw materials. However, 
without the government guarantee, their survival is no longer certain, they have to 
learn to change and compete by themselves. The survival of firms utilising imported 
raw materials will depend on their ability to reorganise and compete on the world 
markets. If they are prepared to improve their competitive advantage in international 
markets through continuous improvement, innovation and upgrading their operations 
to world class status. The major effects of ESAP were as follows: 
1. LICs local markets became saturated with cheap (high and low quality) goods 
from all over the world. 
2. Modem machinery became a burden and was under utilised, if not idle. 
3. Unemployment folded as most firms are forced to close or reduce their work 
force. Government departments and parastatals and even multinationals are 
equally affected. 
4. Family based manufacturing firms are being sold and some taken over by share 
holders and workers and some turned into co-operatives. Yet these are the small 
and medium enterprises that are supposed to be the corner stone of employment 
generation. 
ESAP's effects were felt by everyone in the LICs and are still being felt as this is an 
on going, continuous process. Those surviving in the manufacturing sector are those 
depending on local raw materials although they also had to go through a transitional 
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period of reorganisation and significant down sizing. The new economic conditions 
have increased competitive pressures on domestic producers in the local market 
ESAP has forced many Zimbabwean companies to embark on progranunes of 
reorganisation and restructuring of their operations. Zimbabwean companies were 
established under the traditional Western manufacturing practices, due to a strong 
presence of European and American multinationals. Now reorganisation and 
restructuring is based on Japanese Production Systems [49,50,51]. This new 
production model is already defusing into manufacturing enterprises world wide 
including the LICs. 
2.4 Trade And Markets 
Trade liberalisation is a major component of economic reforms in most parts of the 
world, especially in the LICs. Zimbabwe is no exception, its reform program started 
in 1990 and a number of achievements mentioned above are attributed to this reform 
program. All foreign exchange restrictions have been abolished, and import 
restrictions, which used to support a 'buy Zimbabwe' unwritten policy, have been 
abolished. The Zimbabwean dollar is now directly convertible to any other currency 
and its value is determined on the markets, like any other major currency. In 
addition, a number of incentives designed to encourage exports are in place. Export 
zones, which have become the order of the 21 st century in LI Cs, are being 
considered in Zimbabwe. 
Zimbabwe's major trading partners are the UK, South Africa, Germany, the USA 
and Botswana. Significant trade also takes place under the auspices of the Southern 
African development community (SADC); the Preferential Trade Agreement of 
Southern and Eastern African states (PTC); and the Lome IV Convention. In 
addition, Zimbabwe has bilateral trade agreements with South Africa, Namibia, 
Botswana, and Malaysia. Therefore investing in Zimbabwe gives the investor access 
to a market of a population of over 600 million in Africa and the European Union, 
and then to the Americas and Asia. 
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Principal exports include raw materials like unprocessed tobacco; Ferro-alloys; 
nickel; cotton lint; horticultural produce and fresh cut flowers; and various 
manufactures and minerals. 
Imports comprise mostly of machinery and transport equipment; petroleum products; 
basic chemicals; and chemical products. 
2.5 Industrial Base 
Zimbabwe has the most diversified structure of production in the SADC region, 
ranging from light industry subsections to heavy metals and metal goods. In 1980, of 
the total MVA, food products and beverages accounted for 19.2%, tobacco, textiles, 
clothing and footwear 23.4%, and iron and steel, non-ferrous metals ,metal products 
excluding machinery, electrical machinery and transport equipment 31 %. Though 
Zimbabwe's capital goods sector is mainly geared to the domestic market, 
manufactured exports for the regional market. In 1981 Zimbabwe's export of capital 
goods in the region represented only about 12% of her total exports of manufactured 
goods (or products) to the region [37]. 
From the SADC point of view Zimbabwe specialises in the production of capital 
goods, with specific reference to machine tools, irrigation pumps, mining equipment 
, and railway wagons, rolling stock and other rail equipment. Given the wide 
diversity in natural resources and a reasonably large population and large 
geographical area, the country's industrial sector, which is mainly based on raw 
material extraction, has a chance to develop into an industrialised country [37]. The 
only fundamental obstruction to industrial development is more of a historical nature 
than environmental. Table 2.1 below shows a list of products and raw materials 
manufactured in Zimbabwe. 
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Table 2.1 Some of the products and raw materials manufactured and processed in 
Zimbabwe (extraction from Table 2.5 SADCC) [37]. 
plywood fibreboard 
garments (shirts and suits light tractors 
leather shoes farm implements 
vegetable oils bicycles 
sugar bus and lorry bodies 
tea railway wagons and roller stock 
tinned meats explosives 
cement carbon dioxide 
coal tyres and tubes 
pig iron timber and furniture 
steel (sheets, rods and pipe) trailers 
machine tools automotive batteries 
machine tool spears dry cell batteries 
hand tools mining safety equipment 
refrigerators • aluminium conductors 
fans pharmaceuticals 
radios and TV sets asbestos 
copper and copper wire chrome 
fertiliser zinc 
coal based chemicals gold 
chemicals (insecticides) copper cables 
mining chemicals nickel 
vaccine electrical machines 
The above Table 2.1 content only shows products and raw material Zimbabwe 
specialises in, in the SADC region [37] at the same time reflecting the diversity of 
the country's industrial base. These are only when Zimbabwe is compared with the 
SADC region countries, which shows that there are more products manufactured in 
Zimbabwe not listed in Table 2.1. 
Most of Zimbabwe's industries are located in the seven main towns and cities. With 
the capital city, Harare, heading the list 38.6% of the total, followed by Bulawayo 
with 22.8%; Kwekwe, 4.5%, Mutare, 3.63%, Kadoma, 2.3 Gweru, 2.1 % Masvingo, 
0.54% and the remaining towns and growth points with 7.14%. These percentages 
were calculated using data on average number of employed people in each town, 
from the Census of industrial Production 1992/93 report [215, 216]. Harare and 
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Bulawayo are the main industrial towns in Zimbabwe other regions have industries 
that are mainly there because of nearness to raw material. As for example Sanyati 
cotton Genery, employing over a thousand workers is located in a very remote area 
because most , if not all of the fanners in that area grow cotton. Sanyati town is a 
growth point just attaining its town status a few years ago. Such examples are all 
over Zimbabwe. 
Manufacturing industries in Zimbabwe, when classified according to the number of 
employees, Table 2.2, show that, there are 1017 units operational [199,.216], leaving 
out mining, construction, Electricity and water, and services industries. There are 
more small to medium manufacturing organisations compared to large organisations 
with more than 1000 employees. 
Table 2.2 Manufacturing Organisations in Zimbabwe (Data extracted from Census 
o/industrial Production 1992193 report [199]) 
Manufacturing Organisations in Zimbabwe Classified by 
Number of Employees 
Number of Employees Number of % of the Total 
Companies (Units) 
I 1-10 118 11.6 
2 11-20 131 12.9 
3 21-50 249 24.5 
4 51-100 174 17.1 
5 101-200 146 14.4 
6 201-300 65 6.4 
7 301-500 54 5.5 
8 501-750 31 3.0 
9 751-1000 19 1.9 
10 over 1000 30 2.95 
Total 1017 100 
2.6 Energy Situation In Zimbabwe 
The pattern of energy use in Zimbabwe is similar to that of a number of SADCC 
member countries, in that it does not rely on one source. Fuel and wood accounts for 
about 46% of the total consumption and is mainly used in rural areas for domestic 
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purposes. Coal, which is the second major source of energy, is locally obtained and it 
is much cheaper than the imported petroleum. It accounts for about 31 % of the total 
consumption. Coal deposits in Zimbabwe are estimated to last about a 1000 years at 
the current rate of consumption. Zimbabwe is one of the African countries, which 
has managed to substitute petroleum with coal in areas like mining heavy and light 
industries and transport [37]. 
Petroleum accounts for about 11 % and is imported by road and rail, and also 
through the Beira-Umtali-Harare pipeline. The transport sector is the largest user of 
petroleum. Electricity accounts for about 10% of the total consumption. The 
electrification of railroads started some years ago. As mentioned earlier the Harare 
Bulawayo railway line is already operational up to Dabukwa some few kilometres 
from Bulawayo. There are plans to electrify all railroads connecting major cities and 
towns. This will definitely cut the use of oil products. Energy consumption by sector 
is as shown in Table 2.3 
Table 2.3 Energy consumption by sector 
SECTOR % CONSUMPTION 
Households 47% 
Industrial 22% 
Transport 11% 
Agriculture 7% 
Mining 5% 
Power 3.6% 
Others 4.4% 
The country's mining and quarrying which include gold, asbestos, nickel, copper, 
coal, chrome and others is quite sizeable. Zimbabwe's commercial agriculture is 
significantly mechanised. Add to this the size of population, one can see why the 
country is the second largest user of energy in the SADCC region including South 
Africa. 
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2.6.1 Energy Projects 
Zimbabwe, which has its major electricity energy supply from Hwange Power 
station and the Kariba Hydropower station and a few other power stations in Harare, 
Kadoma and Bulawayo, has plans to expand the Kariba Hydropower station and 
build a bigger hydropower station along the Zambezi River at Bakota. These 
additionals are estimated to double the energy production by the year 2000. There 
are also a nmnber of small power and hydropower stations planned for different 
locations in Zimbabwe to supplement the rural electrification program 
[213,226,227,243]. 
At the SADCC [37] level there are projects aimed at regional co-operation and 
rational utilisation of energy resources. These include the following 
• Interconnection of Botswana -Zimbabwe Grids 
• 
• Connection of North em Botswana to Zambia-Zimbabwe Grids 
• Interconnection of Southem Mozambique and Swaziland 
Zimbabwe is already connected to the Zambia -Angola grids, Mozambique and 
South Africa, making it the centre of the Southern Africa Electricity Networks. All 
these projects and the energy generation Zimbabwe has today, should see a stable 
supply of electricity to its industrialisation programmes and beyond. 
2.7 National Skills Base 
Zimbabwe has the most qualified and skilled workers in the region, according to the 
Zimbabwe Institute of Engineers there about 2436 registered engineers and 
engineering technicians see Table 2.4 below [205]. There are an equally large 
number of unregistered engineers and technicians in the country as reflected in Table 
2.6 below, on distribution of employees by race and occupation. 
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Table 2.4: Statistical summary of ZIE members (ZIE yearly membership publication 
[205J) 
Grade of Resident Resident Address Total 
membership in outside unknown 
Zimbabwe Zimbabwe 
Hon. Fellow 9 9 I 19 
Fellow 90 52 8 150 
Member 500 168 24 692 
Ass Member 62 11 2 75 
Technician 270 71 14 355 
Graduate 326 25 15 366 
Grad. Tech. 73 1 2 76 
Student 650 13 20 683 
Affiliate 13 2 2 17 
Companion 3 
- -
3 
Total 1996 352 88 2436 
According to Fay Chung [37] in 1985 Tertiary education expanded in response to 
post independence demands: see Table 2.5 
Table 2.5 Tertiary Education 1976 compared to 1985 [37] 
1976 1985 % increase 
University of Zimbabwe 1506 4742 314.9 
Polytechnics 7848 14448 84.1 
Agricultural Colleges 760 883 16.2 
Teachers Colleges 2861 7734 170.3 
Nursing 1520 1113 -26.8 
The 1985 figures in the Table 2.5 above reflect that the intake ofthe colleges and one 
University tripled in some cases. Today the number of Universities has increased 
four times and the number oftechnical colleges and polytechnics has increased, such 
that the national skill base has significantly improved. Graduate Engineers and 
Technicians are now struggling to get employment, a situation unknown in the 
history of Zimbabwe. Hence the need to re-examine industrial development , 
especially the manufacturing sector and look at ways of utilising the manpower 
resources being developed by the institutions higher education, and numerous school 
leavers who fail to make it to the institutions of higher learning. 
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Zimbabwe has inexperienced professionals coming out of the universities and 
colleges whom industry is failing to absorb. It is now supplying South Africa and 
other countries in the region with educated and experienced professionals. Many are 
leaving partly because of poor remuneration and conditions of service and also 
because of poor relationships between employees and employers (the slave-master 
culture). Some just use Zimbabwe as a training ground and leave as soon as they 
attain professional status. 
Table 2.6 Distribution of Employees by race and occupation (Annual Occupational 
Survey of Employees, 1984) [38] 
Blacks % White % Others' % Total % 
Number Number Number Number 
Professional 0 51679 83 9281 15 1196 2 62156 100 
Administrative' 2718 42 3448 53 320 5 6486 100 
Clerical a 20793 75 5747 20 1366 5 27906 100 
Sales Workers 11331 73 3511 23 659 4 15501 100 
Service Workers 18288 89 1931 9 360 2 20579 100 
Agricultural' 149129 98 2588 2 122 0 151839 100 
Production etc. ' 174306 95 7398 4 2129 1 183833 100 
Unclassified 23213 95 871 4 411 1 24495 100 
Total 451457 92 34775 7 6563 1 492795 100 
a-mIXed races and Aszans; b-professlOnal techmcal and related workers; c-
administrative and managerial workers; d-clerical and related workers; e-
agricultural, animal husbandry, forestry and fishery workers; [production and 
related workers, transport-equipment operators etc. 
All labour in Zimbabwe is educated to at least four years of secondary education and 
is highly trainable to appreciate new technologies [227] and is readily available as 
there are. more school leavers than employment creation rate. Although Table 2.6 
shows the distribution of employees by race and occupation, the percentages of that 
distribution also reflect on the distribution of the shonas (blacks) against other ethnic 
people in Zimbabwe. Although there are many expatriates included in the figures the 
information in the Table expatriates are mostly employed in the professional and 
administrative jobs. 
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2.8 Manufacturing 
Zimbabwe has a highly developed and well diversified manufacturing sector, 
contributing about 25% of the Gross Domestic Product (GDP) which makes the 
highest contributor to GDP, followed by agriculture 12.4% and mining 7.1 %. This 
sector is the largest formal employer after agriculture and the sector's 40% output is 
exported, accounting for about 39% of the total export eamings [37,38,51]. 
The manufacturing sector is well integrated with other sectors of the economy, 
processing about 25% of the mining output, and 60% of the agricultural output. The 
sector provides 47% of intermediate inputs to the mining sector and 60% to the 
agricultural sector. The following chart shows the sizes of manufacturing activities in 
terms of contribution to output and employment [37]. 
2.8.1 Inward Investment In Manufacturing 
There are great investment opportunities in the manufacturing sector, to produce for 
both domestic and external markets. Zimbabwe's export at present are dominated by 
unprocessed or low added value raw materials and semi-processed goods. There is a 
deliberate effort on the government's part to encourage investment geared toward 
exports. Many investment opportunities exist in various manufacturing activities, 
particularly in general engineering and metal fabrication; textile and other agro-based 
industrial activities; furniture; electronics; clothing; and ceramics, just to mention a 
few. Zimbabwe is well endowed in various minerals and agricultural resources as 
mentioned earlier, which definitely is the basis upon which resources-based 
industries can be developed. 
There are a number of investment regulations, which do recognise the role of foreign 
investment in Zimbabwe. It is also estimated that since independence more than two-
thirds of national capital were in foreign hands and of the nearly 300 international 
concems active in the country in 1980, 15% came from S.Africa, 21% from the USA, 
and 63% from the UK [38]. These concerns participated in the manufacturing sector, 
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agriculture, mining and banking. Foreign investment is welcome where it generates 
export eamings, and creates employment, leads to transfer of technology, skills and 
in some case accesses to foreign markets. The govermnent introduced a number of 
incentives to encourage and support foreign investment in Zimbabwe. 
2.9 The Government Policy 
Since independence, in 1980 the govermnent of Zimbabwe had a protectionism 
policy, which it inherited from the VDI (V nilateral Declaration of Independence from 
VK of 1960) govermnent. Only in 1990 the policy makers changed that policy after 
realising that there is no development without competition and problems, and that 
protectionism policy only works for a limited period in a stable and predictable 
enviromnent[3 7,38]. 
The new world order, which has a new business enviromnent, characterised by 
unstable and unpredictable international markets, with consumers' demands varying 
and changing in an unpredictable manner, has forced not only Zimbabwe, but all 
countries to embark on economic structural adjustment programmes as discussed 
earlier. Liberalisation of trade and internationalisation of local markets has led to a 
V-turn in govermnent policy. In order to attract foreign investment and stimulate the 
economic growth, the govermnent has shifted from a controlled and protected 
economy to a market-driven one while at the same time making concerted effort to 
attract both domestic and foreign investment [37,38]. 
2.10 Political Stability And Security 
Political achievements in Zimbabwe are very visible, although the govermnent once 
embarked on a path to socialism, this never materialised. Since independence the 
only destabilising force was South Africa, and its sponsored rebels in Mozambique 
and Angola, which is Zimbabwe's access to the ports [37,38]. Since South Africa 
attained its independence, the political situation and stability in the region has 
changed drastically. Zimbabwe has become more stable and compared with the 
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whole of Southern Africa has the most stable and experienced government, a mature 
political environment, which is internationally recognised. 
Security and stability, because of changes mentioned above, has improved. All 
Zimbabwean forces, which used to be along the Beira corridor guarding Zimbabwe's 
access to the ports in Mozambique are back in the country. Some are now deployed 
on international duties with the UN. The defence budget was cut by over 20% and 
personnel are being reduced, and compulsory military service abolished [37]. The 
police force has become more efficient, as more funds are now released to curb crime 
and drug trafficking. All this indicates that Zimbabwe has become more secure and 
stable than ever before. 
2.11 Financial Systems 
Zimbabwe's financial sector is quite large and well developed, including five major 
international commercial banks operating with over 194 branches, sub-branches, 
agencies, and correspondence relationships with international banks and a central 
bank (Reserve Bank of Zimbabwe, RBZ). A number of discount houses, merchant 
banks, finance houses, building societies, a development bank and a venture capital 
company provide usual financial services. Banking regulations are under review with 
the aim of encouraging greater competition in the financial sector [209,210,2261. 
An impressive variety of financial instruments are traded. Public, municipal, utility 
and private debt assets are traded on the national debt market, including debentures, 
private sector bonds, bankers acceptances, treasury bills, municipal and utility bonds. 
While the RBZ is a major force in setting interest rates and has extensive regulatory 
powers, interest rates are market driven [226]. 
The sector excluding the real estate, contributes about 5% to GNP and employees 2% 
ofthose employed in the formal sector (excluding agriculture). 
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Zimbabwe's financial system was originally designed to serve three countries 
(Malawi, Zambia and Zimbabwe during the federation period)[38]. It is now large 
enough to serve the whole of Southern Africa. Banking activities are regulated by the 
banking act of 1964, which has been amended a number of times since then to suit 
international standards. The Reserve Bank of Zimbabwe besides being the issuing 
bank, may also grant loans and advances to both government and the private sector. 
Since the introduction of ESAP in 1990 a considerable development has taken place 
in the sector. ESAP resulted in some deregulation in the sector with the introduction 
of new products and services and foreign participation on the Harare stock market. 
Deregulation has already led to the entrance of new competitors (investors) on the 
market. All financial institutions, like all other business enterprises, now have to 
market themselves to survive [246]. Some financial institutions have made 
acquisitions and restructured their organisations to best meet future challenges. The 
quality of service offered is now critical for financial institutions to maintain market 
share. Demand of financial services is a function of overall economic growth. Future 
performance is dependent on the success of the reform program in attracting new 
investment and on the overall economic performance. 
2.12 Government Support 
Zimbabwe Government experience in the 1st and 2nd Green Revolutions [62] shows 
that they progressed by fulfilling four preconditions: political support, technological 
and institutional innovation, and economic sustainability. These inter-linked 
innovations and policies created a system of national development institutions and 
policies to develop new technology, adapt it to local ecosystems [62]. The state was 
the organiser and the risk-taker in developing the agricultural research systems and 
the all-weather road system and its extension services. This is an example of a 
success story in Zimbabwe's highly mechanised farming institutions, which support 
small-scale farmers and commercial farmers. 
32 
Chapter 2 The Characteristics of LICs 
In Zimbabwe's mining sector, similar to the agricultural sector, the govermnent 
created an infrastructure supported by a number of research institutions and a college 
of mining which is almost a university of mining, all reporting to the ministry of 
mining. Hence Zimbabwe's economy is largely dependent on agriculture and mining 
and most of the manufacturing sector was designed to support and supply the needs 
of the two sectors. 
The Govermnent's experience in mining and agriculture has led to the creation of the 
Research Council of Zimbabwe (RCZ) funded by the Govermnent under the ministry 
of Industry and Technology. RCZ, just some four years ago created under it, a 
Scientific and Industrial Research and Development Centre (SIRDC) which has six 
institutes: Production Engineering Institute, Building Institute, Energy Institute, 
Biotechnology Institute, Microelectronics and Electronics Institute, and Environment 
and Remote Sensing. Taking for example the Production Engineering Institute: will 
provide research and development support services to fabrication workshops, 
machine shops, foundries and other sectors of private and public enterprises through 
the following [SIRDC and RCZ publications]: 
• procurement of the state-of-the-art equipment to provide quality control 
and assurance facilities for private and public enterprises; 
• initiate a working relationship with industry and together identify, develop 
and implement innovative technologies in manufacturing systems; 
• develop capabilities in the design and production of precision tools; 
• provide training facilities for industries in state-of-the-art equipment and 
technologies, assisting the industry (private and public enterprises) in 
acquiring competence in using new technologies; 
• establish a design unit to assist local industries in manufacturing products 
that incorporate the latest design features; 
• develop expertise in the use of ceramics, alloys and polymers in 
manufacturing high value and durable products; 
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• develop a material science and mechanical engineering database and serve 
as a referral centre for private and public enterprises in need of technical 
assistance and information. 
All SIRDC institutes have similar objectives in their areas, to serve the local private 
and public enterprises in an endeavour to develop them into world class competitors. 
The government, is once again the organiser and the risk taker funding and creating 
the infrastructure and network required for the success of industrial development of 
the nation. Zimbabwe succeeded in making itself an agriculturally developed 
country and now it aims to transform itself into an industrialised country. 
The RCZ and now the SIRDC according to the overall objective of the Government 
is to help the private and public enterprises and create a national capacity to select, 
transfer, develop and manage relevant technologies (new). The major objective of 
SIRDC is to provide technological support to the manufacturing industry, 
functioning as the adopter, developer and propagator of industrial technologies. The 
Government recognises the need to support industrial development and design 
appropriate policies for economic development management [SIRDC and RCZ 
publications]. 
2.13 Natural Resources Base 
Zimbabwe is well endowed with natural resources. Minerals are abundant and varied: 
some 40 metals and stones including gold, nickel, Ferro-alloys, copper, and 
gemstones in significant quantities. There are large deposits of coal and the waters of 
the Zambezi danuned at Kariba, provide the country with hydroelectric power 
[37,221]. There is enough arable land for agricultural purposes. The country has 
particularly large reserves of iron ore 3738 million tones, with very high ferrous 
content of 40%-70%. The coal reserves are estimated at 28000 million tonnes of 
which about 6500 million are commercially exploitable. And there are over 200 
million tonnes of limestone reserves [37,221]. 
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Partly because of its fortunate natural resources, the country possesses the most 
diversified and industrialised economy in the SADC region. It exports a number of 
commodities : tobacco, cotton, maize, sugar and meat from farming; gold, F erro-
alloys, copper, nickel and few other rare metals and stones. Hence the economy of 
Zimbabwe is said to be dependent upon the export of raw materials from the 
agricultural and the mining sectors [221]. 
The energy situation in Zimbabwe is similar to that of a number of SADCC member 
countries, in that it does not rely on one source of energy. Fuel and wood accounts 
for about 46% of the total consumption and is mainly used in rural areas for 
domestic purposes [37]. Coal, which is the second major source of energy, is locally 
obtained and it is much cheaper than the imported petroleum. It accounts for about 
31 % of the total consumption. Coal deposits in Zimbabwe are estimated to last about 
a 1000 years at the current rate of consumption. Zimbabwe is one of the African 
countries, which has managed to substitute petroleum with coal in some areas like 
mining, heavy and light industries, and transport [37,221]. 
Petroleum accounts for about 11 % and is imported by road and rail, and also through 
the Beira-Umtali-Harare pipeline. The transport sector is the largest user of 
petroleum. Electricity accounts for about 10% of the total consumption. The 
electrification of railroads started some years ago and there are plans to electrify all 
railroads connecting major cities and towns. The country's mining and quarrying 
which includes gold, asbestos, nickel, copper, coal, chrome and others is quite 
sizeable. Zimbabwe's commercial agriculture is significantly mechanised. Add to 
this the size of population, one can see why the country is the second largest user of 
energy in the SADCC region including South Africa [37,38,206,221]. 
Zimbabwe has the most qualified and skilled workers in the region, according to the 
Zimbabwe Institute of Engineers [205]. There are about 2436 registered engineers 
and engineering technicians and many more engineers and technicians not registered. 
Table 2.6 show these professionals are distribute in public and private sector. Today 
the number of Universities has increased four times and the number of technical 
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colleges and polytechnics has increased and many young men and women are 
graduating from institutions all over the world, such that the national skill base has 
improved remarkably since Zimbabwe gained its independence from Britain in 1980. 
2.14 Industrial Organisation In Zimbabwe 
Zimbabwe's industrial organisation is divided into four major groupings: Mining 
and quarrying; Manufacturing; Electricity and water supply; and Construction. 
Within these groupings may be sub-groups, as defined by the International standard 
industrial Classification of the United Nations [198-204,209,210]. The 
manufacturing sector is the most diversified sector of the four, because it was meant 
to meet the country's needs during the sanctions era. In this sector the largest 
industries include food products, textiles, and iron and steel. 
Zimbabwe's manufacturing organisation (industrial) IS traditionally based with 
management hierarchically structured and layouts functionally designed and 
communication structures are hierarchical with virtually no horizontal 
communication. The organisations use outdated forms of organisation, hence most 
organisations faced with the new business competitive environment are now on a 
path of organisational change. Which brings in the theme of this research. 
Manufacturing organisations in Zimbabwe are reorganising by adopting Japanese 
management techniques, a path into the unknown. Kaplinsky [50,51] reported some 
success in this path, but with more failures in some organisation than others. He 
attributed the failure, mostly to the lack of commitment on the part of management 
and partly on workers attitudes, fearing uncertainty and possible loss of jobs. 
The production organisation in Zimbabwe is mainly based on mass production 
(sequential process) and process based factory layouts. These organisation structures 
were created for high volume product/products to evade sanctions. Change in the 
business environment required them to change from high batch production to more 
flexible, customer focused and JIT, a characteristic of Japanese production 
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system[50,51]. That attracted most of Zimbabwean organisations to the Japanese 
Management Systems. 
2.14.1 Technology 
In his study of a number of Zimbabwean manufacturing organisations Kaplinsky 
[50,51] noted that industries continued to squeeze out increasing output from an 
unchanged capital stock, notably through increasing capacity utilisation, but at 
considerable cost in terms of machine down time. Most of the companies are using 
machines, which are over thirty years old, in some cases recently purchased second 
hand machines. Technological knowledge is backward compared to more developed 
countries of the North in terms of CIM, CAD/CAM etc., such that firms depend on 
consulting firms from outside the country, when implementing new technologies. 
The positive side of the Zimbabwean labour is that it is trainable, because the labour 
has at least four years secondary education [227]. 
Although Zimbabwe has a number of multi-nationals operating in all industrial 
sectors their presence has not improved the technological level of Zimbabwe. The 
government generally recognises the importance of foreign investment. The 
multinational corporations are needed to bring in expertise, capital, and technology 
that Zimbabwe has no other way of obtaining and to create employment for the 
growing workforce. A role multinationals have not well played, leading to some 
conflicts with the political establishment [226]. Because most large industrial 
organisations employing more than 1000 employees are multi-nationals or 
parastatals, the multinationals are second to the public sector in employment 
creation. The percentage of foreigners in these companies is very low, as most of the 
workers are local. Only top management and specialised professionals are 
expatriates. 
Generally middle management, non-specialised professionals and all the lower ranks 
are local. It is therefore difficult to put a figure on the proportions, because it is very 
rare to find a company that has more than ten expatriate employees. Organisations 
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are only allowed to employ an expatriate only if there are no locals with such 
qualification and expatriates are only employed for a limited period. 
2.14.2 Types ofIndustries Being Promoted 
Each sector of industry has within it some industries, which the government is 
prioritising as summarised below: 
• Non-Agricultural Goods and Services 
Mining Equipment: The mining sector contributes over 35 percent of Zimbabwe's 
exports and has considerable additional development potential. Two huge platinum 
projects are nnderway, and there has been a significant upsurge in the Government 
issuance of exclusive prospecting orders to companies exploring for diamonds. 
Zimbabwe also has extensive coal deposits and substantial coal bed methane 
resources that will likely be exploited in the next few years [226,227]. 
Transport Equipment: The transport sector is a key impediment to economic 
development. The existing fleet of trucks, buses, and private cars is old and 
inadequate. Spare parts were in chronically short supply until recently. The 
government is in the midst of a 5-year, $350 million plan to address this urgent 
problem. Private transport companies have also been buying large numbers of 
vehicles, and imports of used large trucks have occurred over the past three 
years[226,227l. 
Power Generation and Transmission Equipment: Years of nnder investment and 
neglect in the power sector led to periodic outages and rationing fours years ago, and 
stretched existing generation to the limit. Zimbabwe will face a structural shortage of 
electric power in the long term and has begnn to act to develop new generating 
capacity. Several large projects are under study, including expanding the Hwange 
coal-fired thermal power facility by two generators in the next few years and, with 
neighbouring Zambia, jointly developing a large hydro generation facility at the 
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Batoka Gorge on the Zambezi River later this decade. The country is also examining 
a large coal-fired independent power project and will likely begin to exploit its coal 
bed methane resources, at least in part for power generation [226,227]. 
Telecommunications Equipment: The local telephone system is still well below 
international standards, although the project to digitise the exchanges is proceeding 
and service has improved. Local service is poor as compared to the developed 
countries. For example, the waiting list for a residential telephone service is several 
years. The Posts and Telecommunications Corporation (PTC) are begiuning an 
expansion and modernisation program. Equipment needed ranges from satellite earth 
stations, to switching equipment, and rural communications systems and basic hand 
sets. Paging and cellular services are being introduced into the market. However, 
with the late 1995 Supreme Court ruling ending the PTC's monopoly, it is expected 
that competition in the cellular service market will increase, leading to improved 
service [226,227]. 
Franchising: The opening of the Zimbabwe economy during the past few years has 
released a sizeable demand for consumer products and services. Moreover, the 
government, views franchising as having significant potential to "indigenise" the 
economy by offering opportunities to Zimbabweans. Several South African 
restaurant chains have moved into Zimbabwe in recent years. Kentucky Fried 
Chicken also has entered the market in Bulawayo and this year in Harare [226]. 
Textile Machinery: Zimbabwe's textile industry is a major employer and potentially 
a major exporter; it is severely handicapped by an outdated machinery base. Items 
such as cotton gins and spinning and weaving machinery are badly needed. High 
South African tariff barriers for finished textile goods and imports of second-hand 
clothing also have hurt the industry [226,227]. 
Engineering Services and Construction Materials and Equipment: Zimbabwe 
suffers from a serious housing shortage, and the government has removed a number 
of policy constraints to the development ofIow cost housing. There are several major 
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infrastructure projects underway or being planned. Local capacity to manage these 
projects and supply materials is insufficient. Zimbabwe needs the services of foreign 
engineering and construction companies and must import a wide array of basic 
construction materials and equipment [226,227]. 
• Agricultural Products: 
Agricultural Equipment: The agricultural sector accounts for about 40 percent of 
exports, with tobacco by far the most important crop, but also including cotton, 
sugar, horticultural crops, and beef. Foreign machinery (especially from USA and 
UK) is widely used, although because of past import restrictions the machinery is 
often old and needs upgrading and replacement[226] 
Food Processing and Packaging Equipment: Zimbabwe is already an important 
exporter of agricultural products such as tobacco and cotton. Its productive 
agricultural sector has the potential to considerably increase its output of high-value 
products. A major constraint is the lack of processing and packaging capacity. 
• Specific Investment Opportunities 
Pipe Construction: Major pipe projects valued at $295 million over the next five 
years, of which $200 million in raw materials (glass fibre and polyester resin) could 
be sourced from the all over the world. These include in Bulawayo: 50 kms of 800 
mm pipes - value: $10 million, 1996/97, and 400 kms of 1400 mm pipes - value: 
$250 million, 1998/2000. In Harare, proposed projects include: 40 kms of 1400 mm 
pipes - value: $20 million, 1997/98, and 70 kms of 800 mm pipes - value: $15 
million, 1997/98 [226,227]. 
Power Station: The Zimbabwe Electricity Supply Authority (ZESA) requested 
tenders in early July for a joint venture partnership for the implementation of the 
Hwange Power Station Stage III (units 7 and 8) expansion, a $350-400 million 
project. The government approved stage III expansion based on the conclusions of a 
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cost-effectiveness study reported in the 1996 Hwange thermal power plant expansion 
feasibility study update prepared by Black and Veatch international [226]. One ofthe 
project's strengths is the government support in recognition of the importance of the 
phase III expansion to Zimbabwe's economic development [226,227]. 
Given the project's importance, the ZESA private sector subsidiary company will be 
granted favourable incentives, assurances, and guarantees to ensure successful 
project implementation and operation. 
These few industrial areas being promoted reqUire more input from the 
manufacturing sector of Zimbabwe. The role of foreign companies and multinational 
corporations is not under estimated as most of the raw materials will be supplied 
from other countries. The government policy on indigenisation will lead to the 
creation of some joint ventures between the local businessmen and foreign investors 
to meet the requirements of these priority areas. 
2.15 CONCLUDING REMARKS 
In reviewing the characteristics of LICs, it has been recognised that all of these 
countries suffer from some aspect of economic, social and political 
underdevelopment in comparison to other parts of the world. The review has painted 
a picture of underdevelopment of the LICs in general. But not all countries in this 
category are as gloomy as they have been painted generally in literature. In most case 
these classifications or these categories reflect more on the political situation 
(development) than the reality found III any particular country 
[131,144,195,223,224]. LICs and Zimbabwe need to break free from the vicious 
circle of underdevelopment. Countries in South East Asia are managing to break free, 
and they now have the fastest growing economies in the world. They are a 
benchmark to other developing countries like Zimbabwe. 
Zimbabwe views the South East Asian countries as potential sources of investment 
and has launched a series of investment missions in countries like Malaysia South 
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Korea Taiwan and Hong Kong [245]. A shift from the normal. Normally Zimbabwe 
looked at Europe, North America and Japan as investors. For Zimbabwe to break free 
from the underdevelopment vicious circle it needs to benchmark these new economic 
power houses. And develop industrial policies that boost economic development 
targeting manufacturing industrial sector development. The Government alone 
cannot develop such policies without the private sector, which owns most of the 
value adding, in manufacturing industries. 
The private sector should abandon the morning culture, and negative assumptions 
that Zimbabwe is disadvantaged in comparison to other parts of the world in terms of 
ability to compete internationally as well as regionally. There are two major reasons 
given for this. Firstly, the country does not have the required Human Resources (HR) 
to compete. But statistics shown in Tables 2.4, 2.5, 2.6, show a different picture. 
Zimbabwe, according to Cryer [242] in 1992 alone, of those between the ages 5 to 25 
years, 54% were in full time education and the literacy rate for people between the 
ages 15 to 19 years was 96%. These statistics show some success in human resources 
development. The University of Zimbabwe as well as its significantly growing 
undergraduate program since independence, has been running a number of full-time 
and part-time postgraduate programmes, of which MBA is one of the most successful 
with the highest output. They are now some 200 members of the MBA Association 
in the country [242]. Therefore to give Human Resources as a reason of 
underdevelopment is being very simplistic. 
The second reason given is that the country does not have the required financial 
resources. Cryer [242] found this myth to be too simplistic. He noted that Zimbabwe 
has a buoyant stock market and a substantial amount coming from the world bank 
targeted at small and medium size enterprises. Therefore to suggest that the country 
is hampered by lack of capital to compete with developed countries is being 
simplistic. Zimbabwe has not only a solid skills base, but it also has the financial 
resources with which to develop its industrial status. 
42 
Chapter 2 The Characteristics of LICs 
Zimbabwe's infrastructure is another source of contention on its role on the 
economic development front. Since independence the Government has invested more 
in schools road networks rail networks and telecommunication network as discussed 
above. The country has a relatively developed infrastructure, which reaches most 
parts of the country. It is therefore also being simplistic to wholly attribute the 
problems faced by industry especially the manufacturing sector to the national 
infrastructure, but to other factors hidden in the nature of human beings, culture 
related factors. 
This work will endeavour to show that Culture has some influence on development 
besides the cornmon characteristics found in LICs. It is the cultural resistance to 
change and fear of the unknown by the society that retard development. So countries 
in LICs like Botswana, for example, has one of the highest GDP in the developing 
world, but on the ground the picture is different, most people in that country value 
the number of cattle one has than education for example. There are numerous 
examples of the application of inappropriate technologies in LICs, which is 
responsible for considerable waste of funding in Southern Africa and in various 
LICs, with secondary consequences frequently being more damaging in the long-
term than the mere lack of returns on funds invested [247]. 
In concluding it is noted that the lack of some implements and other non-natural 
resources in LICs has traditionally led their industries to manufacture products, using 
what is likely to be called museum pieces in the industrialised world, of equipment in 
an outstanding creative and innovative ways. Industries in Zimbabwe for example, as 
was note by Kaplinsky [50,51,207], are using some equipment manufactured even 
before the second world war, spending more man hours in maintenance than in 
production. Co-operation with industries in the developed countries, has kept most of 
Zimbabwe's industries alive. These co-operations in most cases, besides a few, are 
informal and their life span depends on the continuation of a particular project. An 
indication, that some of the new concepts in manufacturing organisations are 
partially being applied in industries in LICs. 
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2.16 Chapter Two Summary 
This chapter reviewed the characteristics of Less Industrialised Countries (LIes) and 
the problems of underdevelopment: economic, social and political 
underdevelopment. It is recognised in this chapter that in such countries like 
Zimbabwe the level required to take the "high Tech" route to industrialisation is 
almost impossible because of the costs involved. 
Zimbabwe's developmental level and the nature of its industries are discussed. There 
are sections on the economic performance, infrastructure, economic structural 
adjustment programmes and their effects on manufacturing, industrial and national 
skill base. Also covered in this chapter are areas like financial systems, government 
policy and support to the manufacturing industries, and the natural resources. There 
is a section on industrial organisation in Zimbabwe and the types of industries being 
promoted in the country. 
The chapter concludes with a section on the author's views on the developmental 
problems of Zimbabwe's industries and suggestions as to how that culture influences 
the industrial organisations in Zimbabwe. 
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Chapter Three 
Modern Manufacturing Technologies for LICs 
3.0 Introduction 
The aim of this chapter is to review the types of manufacturing systems, which are 
relevant to the Less Industrialised Countries (LICs) with emphasis on their 
application in a Zimbabwean environment, a representative of LICs and sub-Sahara 
Africa. We have so far seen that Zimbabwe, a developing country, has some 
potential to raise industrial level and living standards of its nationals. And that it has 
all the characteristics found in most LICs. Zimbabwe has an economy that is well 
integrated with high linkages among entities of economic activities, supported by a 
stable developing industrial base, and political stability. 
This chapter introduces the developments in modem manufacturing business 
systems design and organisation, and the environment required for their 
implementation relevant to Zimbabwe. Emphasis is placed on the influence of 
culture on the design and organisation of modem manufacturing organisations. The 
central role people play, in modem manufacturing business enterprises and the 
overall developments in manufacturing business organisations are discussed. The 
possibilities of their implementation in the less developed countries and the re-
engineering of some of them to be compatible with the LIe requirements are 
explored. 
3.1 Modern Manufacturing Systems 
The term Modem manufacturing system (MMS) was chosen to refer to all 
manufacturing concepts, techniques and systems, which are being used to move 
from the Mass production era to flexible specialisation era. MMSs are flexible and 
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specialised. They are information driven and are designed to meet customer 
requirements. These techniques include what we shall term Japanese Manufacturing 
Systems (Just-In-Time (JIT) [234]; Toyota production systems (TPS)[39,171]; 
Kawasaki production system (KPS) [5 1,234], sometimes called factory in a factory 
system; Kaizen; Nissan Green Area; Lean manufacturing etc.), Computer Integrated 
Manufacturing, (CIM)[1,2,3,53], Agile Manufacturing (AM) [43,44,45,55]; Virtual 
Manufacturing organisation (VMO)[ 44,66,162,228,231]; Holonic Manufacturing 
Systems (HMS) [60,61,67] and Bionic manufacturing systems (BMS)[1l7,159] 
(also originating from Japan). While it is not the scope of this work to study MMS in 
detail it is necessary to give a summarised overview of the factors that influence 
their design and implementation world-wide with special emphasis on their 
applicability in the less industrialised regions or countries. 
The less industrialised nations need to catch-up with the developments in 
manufacturing systems as well as their effective organisation and management 
systems, taking due account of national infrastructure and culture. This was a theme 
that led to the specification of this project. Instead of going through the cycle of 
development waiting for technology to come, these nations need to find ways of 
jumping those stages which are already in the past of industrialised nations and 
modify their present state towards modem manufacturing systems to match their 
needs, environment and culture. While the modem forms of manufacturing 
organisation (intelligent manufacturing systems) may require advanced technologies, 
there is a need to design open manufacturing systems and learning organisations 
which are upgradable as technological developments and management systems 
change, towards modem manufacturing systems. LICs will need such a design that 
will allow them to move from the traditional forms of organisation to modem forms 
step by step. 
After decades of developing advanced manufacturing technologies (controlled and 
supported by computers), which supposedly will revolutionarise manufacturing 
systems by making them flexible enough to meet: any customer's demands and 
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variety; high productivity; high profit making; and low labour intensity (minimising 
human presence on the shop floor), it has at last been realised, that this view is not 
sufficient to meet ever increasing market place requirements and the world-wide 
competition as well as socio-economic trends. The world-wide everything (now 
called globalisation) and the global manufacturing organisation concepts are 
developing faster than most industrialised nations expected. There is a sort of panic 
[55] within the most industrialised countries as new giants (especially the tigers of 
Asia) are emerging and dominating international markets. The new concepts 
endeavour to create intelligent manufacturing systems (IMS), to keep ahead of 
others in the market place. 
These concepts have emerged as most organisations (researchers, and academics) are 
trying to find a competitive edge over other organisations. To the surprise of the end 
users of these concepts, researchers are suggesting partnership with competitors 
whilst simultaneously competing with competitors, "Co-operate to compete", 
concepts (agile and virtual manufacturing, Holonic networks) [55,67]. 
In this chapter the author summarises the above mentioned modem manufacturing 
systems, organisation and concepts, their state of development and characteristics 
which he believes, the less industrialised nations may take advantage of, instead of 
going through the evolutionary stages which the industrialised nations went through, 
especially the Japanese. 
Modem manufacturing systems mentioned above require the use of AMTs; few 
organisations in LICs could afford these technologies. Even multi-national 
corporations hesitate to invest in AMT for their operations in LICs. Therefore 
modem manufacturing systems and new forms of organisation are not likely to be 
used in LICs in the form suggested, although some of them are potential candidates 
for organisations in some of the countries with reasonably developed economic base 
and infrastructure as well as a stable industrial base. These include Network 
Business Structures (NBS)[145,169,208]; Holonic Business Networks (HBN)[67]; 
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Virtual Manufacturing Organisation (VMO); and Japanese Manufacturing Systems 
(JMS). 
3.1.1 Virtual Manufacturing Organisation and Agile Manufacturing 
The new business environment requires dynamic solutions to cope with the 
requirements of the customers [44,159]. Agile and virtual manufacturing 
organisation (company) concepts [44,55] are said to be the answer to this new 
environment. There is no literature known to the author that relates these concepts to 
the less industrialised countries. But the author found that although agile and virtual 
concepts are more related to industrialised countries (countries of their origin), 
because of their level of development, they could be applied in LIes in the form of 
Business Network Structures (NBS) [67,108], though not as vigorously as in 
industrialised countries with well developed communication systems and 
infrastructures. With a well developed communication infrastructure these two 
concepts can be used by small and medium enterprises in LIes to compete with 
large corporations in providing specialised services (or on large projects) for limited 
periods, when applied as some form ofNBS. 
3.1.2 Agile Manufacturing Organisations 
Agile manufacturing is primarily a business concept, which aims to put enterprises 
in front of their competitors, by combining the organisation, people and technology 
into an integrated and co-ordinated whole. Agile manufacturing is not FMS, elM, or 
lean manufacturing, but a business concept which is based on the combination of 
systems, intelligent technologies, organisation and people in an integrated and co-
ordinated whole [44,55]. Agile manufacturing will use all known manufacturing 
systems and organisation concepts (old or new) to achieve its goal of satisfying the 
customer, hence we are proposing that although it is a new concept it can be 
implemented in LIes with some modification to suit the local level of development. 
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As a business concept, applied in LICs, small and medium sized organisations will 
need to combine their core competencies to provide business services to their 
customers, each enterprise only contributing its core competence, sharing the profits 
according to the percentage of the contribution. Sharing all the costs giving 
themselves a chance to compete on an equal footing with large organisations and 
multinationals. This same concept can be used by small to medium sized 
manufacturing organisations to supply components to large organisations, an 
experience gained from Japan, where large corporations have been creating (or 
helping small organisation to become their suppliers) satellites of small companies 
to supply them with components [113,116,171]. 
Agile manufacturing builds on anything that is good from the known manufacturing 
concepts at the same time introducing additional ones. Kidd [55] wrote that Agile 
manufacturing is built around synthesis of a number of enterprises that have some 
core skills and competencies, based on using each other's facilities and resources. 
An idea found in Network Business Structures as well as in Virtual Organisation and 
Holonic Business Network concepts. Hence we are suggesting that these concepts 
can be used in LICs, starting with what they have (traditional labour intensive 
technologies) and improving to AMTs as they create enough wealth to invest. 
The Iacocca Report described the concept of agile manufacturing in terms of several 
companies scenarios, similar to Business Networks Structures found in India, Italy, 
Germany and New Zealand (to be discussed later). A set of competitive foundations 
and common characteristics, systems elements, and enabling subsystems for agile 
manufacturing, collectively referred to as the infrastructure of manufacturing was 
produced in that report. There are nine manufacturing enterprise elements noted 
from the report, which are discussed below in relation to the LICs scenario: 
1. Business metrics and procedures supportive of the development of agile 
manufacturing. In LICs some business metrics are there as demonstrated by the 
formation of organisations like Zimbabwe Investment Centre-Zimtrade, which is 
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spearheading the selling of Zimbabwe's investment and industrialisation policies 
world-wide [226,227]. Although there is no particular program in many 
organisations, if not all, on the implementation of agile manufacturing we are 
suggesting that as new as it may look this concept can be implemented in 
Zimbabwe's industrial organisations. Because the country has many small to 
medium sized companies and with an open communication infrastructure to 
support agile corporation. 
2. A communications and information infrastructure, which enables individuals and 
teams to rapidly interact, sometimes across large geographical distances, both 
within the enterprise and between, companies. Zimbabwe has a relatively 
advanced communication and information infrastructure, providing relatively 
cheap services like electronic mail, fax and other electronic related information 
exchange systems at an international level [226]. Mobile telecommunications are 
now operational in some business centres and cities. It is now up to the 
organisations themselves to use the system as efficiently as possible to upgrade 
their organisations in line with globalisation principles. 
3. Co-operation and teaming mechanisms which enable and support co-operation. 
Like most countries, which have tried to use, JMS, Zimbabwe's manufacturing 
organisations are implementing Japanese Manufacturing Systems (JMS) [48,50J 
where co-operation and teamwork are emphasised. 
4. Enterprise flexibility to achieve rapid realisation and response in an environment 
characterised by continuous change. Most organisations in LIes were designed 
for mass production and piece-part production. Only recently have they started on 
the path to flexible production, which is sometimes called flexible specialisation 
[196]. 
5. Enterprise wide concurrence encompassing all aspects of the manufacturing 
enterprise, not just new product development and introduction. Enterprises in the 
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LICs will find it difficult to have all aspects of a manufacturing enterprise. But 
using NBS and other fonus of networking, they can create virtual organisations 
that encompass all aspects of manufacturing, capable of competing with large 
corporations. 
6. Environmental enhancement to meet increasing customer expectations and legal 
requirements for conservation of resources, protection, of the environment and so 
on. This is a dark area for LICs, because most of their manufacturing is natural 
resources extraction from the environment. Because of this, in general LICs are 
experiencing a rapidly accelerating vicious circle of environmental degradation 
and poverty, which is threatening the global Eco-system. Environmental research 
and documentation in Zimbabwe exceeds that of most sub-Sahara African 
countries [75}. Nevertheless, there are problems faced by policy makers to match 
environmental policies and developmental needs. Sustainable development will 
require the creation of a productive base that is sustainable both ecologically and 
socio-economically [154,233}. This will require investments in knowledge and 
technologies that are environmentally sound. LICs do not have the capital to 
invest in such programmes. They can only put down some legislation along that 
line. In most cases this legislation is then ignored as it hinders development and 
external investments. 
7. Human elements that are supportive of human need human resources utilisation 
and so on. This is a problem area in most LICs, because their systems of 
education are not designed to produce professional schoolleavers. In the case of 
Zimbabwe, schools produce school leavers with four years of secondary 
education who are trainable. Colleges, Polytechnics and Universities in 
Zimbabwe only take a third of the school leavers. Therefore job-creating 
organisations, especially manufacturing organisations have the support of the 
government through tax relief and some subsidies for taking these schoolleavers 
as trainees. 
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8. Subcontractor and supplier support elements, which will enable the many small 
to medium size companies with limited resources to integrate themselves into the 
computer networks of larger manufacturing companies. As was noted above 
LICs, only a few have the capital to network themselves. With a bright outlook in 
Zimbabwe's economic level and the developments taking place in infrastructure 
and communication, the country has the capacity to enable small and medium 
enterprises to integrate through the creation of networks (Holonic) business 
structures, using simpler methods like telephone link and fast supply and 
overnight delivery transportation networks. Which are very popular in Zimbabwe. 
There are many small to medium enterprises struggling in Zimbabwe, which are 
capable of generating employment, but they lack the knowledge and there are no 
institutions which can help them develop their potential, using computer 
networks. 
9. Technology development elements that will improve and accelerate the 
exploitation of new technologies. Zimbabwe has a reasonably developed 
communication network, and transportation network as mentioned earlier. There 
are plans to upgrade these to meet international standards, which are underway. 
The standard of education in Zimbabwe is very high and produces a trainable 
workforce in abundance. These elements are facilitating most of the changes 
taking place in the industrial organisations of Zimbabwe [49,51,207]. 
Although not all the elements discussed above are positively developed compared to 
the countries of the North, Zimbabwe has a well-developed manufacturing and 
services infrastructure to facilitate business network structures [207,226,227,242]. 
3.1.2.1 Agile Corporation 
An agile corporation is a fast moving, adaptable (flexibility and intelligence) and 
robust business enterprise capable of rapid reconfiguration in response to market 
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opportunities [44]. Such a corporation concept can be an answer to some multi-
national corporations operating in LIes 
The corporation advocated in an agile manufacturing concept is based on appropriate 
processes and structures and the integration of technology, organisation, and people 
(OPT) as mentioned earlier, into a co-ordinated system. All these entities besides 
technology are there in LIes. But multi-nationals have access and the know-how to 
implement the new technologies. The co-ordinated system would use all the 
available and known concepts like elM, MRPll, JIT, KPS (Kawasaki Production 
Systems), lean manufacturing (open to multi-nationals) as tools to achieve a 
quantum leap forward and surpass the current enterprise capabilities in LIes. 
The building blocks of an agile corporation are core competencies, virtual 
organisations and total enterprise design. These are discussed below. 
Core competencies: Staff in terms of skills, equipment, and services an organisation 
can provide when forming virtual organisations or NBS to gain access to a variety of 
markets. 
Virtual organisations (VO) (or organisations with virtual organisational 
structures [44]): these are organisations that are joint ventures, (which are very 
common in LIes, between state and the private sector), between enterprises that 
have distinctive and complementary core competencies, minimal resource 
organisation and based on sharing of risks and returns. Virtual companies use the 
assets of collaborating corporations. Hence the most important aspects of VO is that 
they can be created and disassembled very rapidly In response to market 
requirements and opportunities. A character that led us to propose the VO 
implementation in LIes when there is a reasonably developed industrial base and 
infrastructure like Zimbabwe. In Zimbabwe the author suggested that VO be 
telephone-based at the beginning and virtually move to computerisation (computer 
network based) as they make money to re-invest. 
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Total enterprise design (TED): this block is concerned with the actual creation of 
an agile corporation. Agile corporations' TED includes the following: enterprise 
analysis, design and integration capabilities. 
In creating an Agile corporation the ownership hierarchy is significantly flattened 
through a process of corporate disassembly, so that stock holders own shares in 
several legally independent corporations. The independent corporations are 
networked and after the network structure is created within one firm then it is 
extended to other areas of operation with other similarly structured networked 
corporations resulting in the formation of joint ventures (business networks). An 
example of what we term a business network is shown in figure 3.5. 
3.1.3 Virtual Manufacturing Organisation 
Virtual manufacturing organisation (VMO) is a term, which is relatively new in the 
field of manufacturing organisation. There are few publications on virtual 
manufacturing organisations [44, 66] and a number of companies argue that they 
have been using the concept as a "good common business sense" [44], even though 
it is not documented. This is because the VMO concept is common sense as far as 
the author understands the concept, something that one practices everyday without 
even thiriking about it. 
Examples, which the author found to be similar to Virtual Organisations, are 
common in the construction industries in Zimbabwe, whereby the main contractor 
brings in subcontractors to complete specialised areas of the project. Although such 
co-operation has not been termed virtual organisation, some similarities exist like 
co-operation, ending with sharing the proceeds according to one's contribution and 
the ending of the corporation with the completion of the project. Other examples are 
found in airlines, whereby airlines are integrating their operations, offering travellers 
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a wide range of flights and destinations as if they were dealing with a single airline 
[44]. 
A virtual organisation is a collection of business units in which people and work 
processes from the business units interact intensively in order to perform work, 
which benefit all units [44]. Vemadat [159] called virtual enterprise an "extended 
enterprise" and he also called it an "inter-organisational integration". Virtual 
organisations may be between business units within a company or with business 
units from other companies [231]. The virtual relationship evolves as workers from 
various companies team to co-ordinate their skills and efforts on a common project. 
Each contributing only specialist services, core competencies, which others do not 
have. 
The Virtual organisation concept is a dynamic organisational tool for agile 
competitors and is neither temporary nor permanent at the same time [44]. Therefore 
a Virtual organisation is more of an organic type of organisation but without form or 
boundaries. This is contrary to Taylorism, which depends on known entities and 
variables [55]. The new paradigm is one that works in an unknown environment, full 
of uncertainties by learning to change itself in balance with the environment. The 
Virtual organisation concept model expresses and reflects the following: 
• the need to create and assemble new productive resources very quickly 
• the need to create and assemble new productive resources frequently and 
concurrently because of the decreasing profitable lifetime of individual 
products and services 
• The complexity of today's most profitable products which often require 
access to a wider range of world-class competencies in research, 
prototyping, manufacturing, design, marketing, distribution, and within 
each of these many competencies. 
Integrating core competencies, resources and customer market opportunities forms a 
Virtual organisation. In addition to sharing core competencies to be world class, 
there are strategic reasons for using the Virtual organisation model: 
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• To share facilities and resources, and core competencies in order to increase 
the apparent size or geographical coverage a company can offer to a 
customer. 
• To share the risk and infrastructure cost of qualifying to compete. The cost of 
entry to large and small companies is growing rapidly. 
The developments of Virtual organisations are inter-linked with the new paradigms, 
which are supposedly to provide organisational problems with answers in today's 
and the future's world-wide business environment. As the meaning of the term 
virtual shows, in the future, it is likely that we will not have real organisations, as we 
understand them today. But something that will imitate an organisation, just for a 
certain purpose, and disappear with the completion of that particular purpose. 
Organisations will be structured according to customers' demands and projects need. 
There are a number of reasons why firms world wide are forming Virtual 
Organisations, these are: to share infrastructure; to reduce costs; to bring a product to 
market more swiftly than usual; and to improve quality [255]. Unlike organisations 
in industrialised countries, organisations in LIes have inadequate infrastructures, 
such that sharing them would definitely improve productivity as well as access to 
markets beyond their boundaries. 
Virtual organisations and the mechanisms used to form them are not new [255] what 
is new is the heightened level of co-operation among companies. In LIes Virtual 
Organisations are used frequently in most organisations' operations that involve 
outsiders, without formalities in the sense of official collaborations [255]. Therefore 
in view of this it is possible to conclude that the Virtual Organisations concept 
represent an already frequently used strategy by many enterprises in LIes. 
The Virtual Organisation concept offers small to medium size enterprises in LIes an 
opportunity to globalise their businesses without losing their flexibility and their 
economic within traditional long-term oriented and solid co-operation with 
industries from the industrialised countries [255]. The relationship of companies in 
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LIes and those in industrialised countries has been very common especially in 
vehicles assembling, with organisations in Industrialised countries supplying kits to 
companies in LIes. Zimbabwe, for example, assembles almost all models of Mazda 
cars from small cars to pick-ups and trucks, with Mazda Japan supplying the kit at 
Willovale Mazda Motor Industries (WMMI) [253]. The same company assemblies 
other models such as Peugeots and large lorries from France and Sweden. There are 
other examples found in LIes not only in vehicles, but also in other areas. 
3.1.3.1 The Characteristics of the Virtual Organisation 
The modem virtual relationship uses information technology to dynamically link 
people, assets, and ideas. It is often made up of a network of companies that come 
together to exploit a window of opportunity, and then disband as soon as the 
opportunity is concluded. The following are some characteristics of a virtual 
organisation: 
• Time based and opportunistic; 
• A web of companies who contribute resources greater than the sum of the 
contributors' capabilities; 
• Seamless and without borders; 
• Structured to be dynamic and adaptable; 
• Virtually vertically integrated; 
• Totally integrated information and engineering systems; 
• Linked through enterprise business and production systems. 
• Intensive, interactive, and share information within and among the taking 
part companies; 
• Aimed to reduce concept to cash cycle time; 
• Aimed to reduce design to conceptualisation time; and 
• Aimed to create a one stop shopping for customers. 
The most important of the above for a virtual organisation is that it is time-window-
based, meaning that it is created only to meet a specific opportunity in a defined or 
estimated time framework. 
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3.1.3.2 Virtual Corporation 
A virtual product exists before it is produced. Its concept, design, and manufacture 
are stored in the minds (information system) of the corporation's teams in computers 
and flexible production lines [44]. A virtual corporation appears edgeless, with 
permeable and continuously changing interfaces between company, supplier, and the 
customer for an outsider. For the insiders the firm will be viewed no less amorphous, 
with traditional offices, departments, and operating divisions constantly forming 
according to need [66]. Job definitions and authority lines regularly shifting. The 
definition of an employee changes as customers and suppliers spend more time in 
the firm than the employees do. 
The change in nature of the product will cause blurring of functions, which are now 
understood to be manufacturing, design, delivery, marketing, and financing. There 
will be a new meaning of a company. A manufacturing company of the future shall 
not be an isolated facility of production, but rather a node in the complex network of 
suppliers, customers, engineering and other service functions.[66]. 
3.1.3.3 Restructuring 
Technology by itself, without commensurate (coequal) changes in the rest of the 
corporation will fail. The revision process should be or must be both rapid and 
complete. There is no intermediate step. The only way forward is to revise the 
research and development; manufacturing; marketing; sales; distribution; 
information systems; organisation structure (employees and managers of all levels 
including the owners) and even finance: all must metamorphose (change). Using the 
revision to study the present position as the initial point to start the metamorphosis. 
In restructuring, a multi-disciplinary approach to industrial design is used [233], in 
which social, organisational, technical and economic factors are all taken into 
account. Participation of all disciplines is an essential ingredient and vital if the 
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workforce is successfully to adapt to the new technologies or new cultural 
environment in an organisation. 
Virtual corporations will thrive only in an environment of teamwork, one in which 
employees, management, customers, suppliers, and government all work together to 
achieve a common goal. There is no winner in competing against each other, but all 
will definitely win by working as a team. Change for the sake of changing is not 
enough. What is needed is a meaningful corporate restructuring. One that 
understands the forces at work driving the industry toward the creation of virtual 
products and then implements change using the right equipment, organisational 
schemes, and operating philosophies to achieve the necessary results. 
Much has been written in scores of books and articles about such topics as just-in-
time [39,137,234], work teams [132,138,230], flexible manufacturing [4,5,31], 
reusable engineering, worker empowerment, organisation streamlining, CAD/CAM, 
total quality, mass customisation and so on [3,4,5,137,155,163,171,234] But virtual 
corporation will tie all of these into a single cohesive vision of the co-operation of 
the future [66]. 
Eversheim et al [255], suggested four models (cases) of collaboration, similar to the 
ones found in NBS. The first model is when both the broker and the partners are 
within the developing country. The whole management process takes place within 
the developing countries. Since communication infrastructures are poor in LICs, 
personal contacts between partners will cover most of the inter-organisational 
communication processes. The second model is when the broker is situated in the 
industrialised country and some partners are in LICs. The main management process 
is done in the developed countries, but the operations are done with the partners in 
LICs. 
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Figure 3.1 Models of the Global Virtual Enterprises Network applicable in LIes. 
Broker is the facilitator or the main node of the network; Pn Partners involved in 
the network, sometimes called nodes of the GVEN, n an integer for the number of 
partners; PIn Partners from the industrialised countries; PLn, Partners from the 
LICs (Less Industrialised Countries); and ICs is for Industrialised Countries 
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The third model is when the broker is in a Lie and some partners are in 
industrialised countries. The main activities of management occur in the Lies. The 
broker's site should have all the processes and infrastructures necessary for the 
Virtual Organisation's effective operations. The last model suggested is in which 
partners are located in both Lies and industrialised countries and the brokers are 
also located in both areas. The brokers in this case manage their local networks. The 
four models are shown in figure 3.1, above. 
The success implementation of any of the models discussed above in Lies will 
depend on the level of development of communication infrastructures in a particular 
country. In the case of Zimbabwe, as was discussed in chapter one, the infrastructure 
(physical and legal as well as financial systems) is in its own class compared to 
many countries in its category. 
Such that all of the models suggested by Eversheim et al could be easily 
implemented depending on the objectives of the enterprises. Model one could be 
implemented at regional level, but models two to four are suited for enterprises 
aiming to globalise their operations. An example of an organisation or enterprises 
already using model four in Zimbabwe is in the production and export of 
horticultural produce, whereby a broker in Zimbabwe manages operations in 
Zimbabwe and a Broker in the Netherlands manages distribution in Europe. 
Although this is done at a formal level it is a good example of a successful model 
four of Global Virtual Enterprises Network (GVEN) operational between Zimbabwe 
and Europe. 
3.1.4 Japanese Manufacturing Systems (JMS) 
The Japanese form of manufacturing organisation requires employees to work in 
teams, to accept and to undertake different tasks, to accept responsibility for the 
quality of their work, and to subject themselves to strict discipline. Japanese 
manufacturing systems are designed to specifications, which are worker 
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empowerment based. Some of the concepts used and developed in Japan are Just-in-
Time (JIT); TQC; Toyota Production System (TPS)[171]; Kaizen concept; Nissan 
green area; Kawasaki Production System (KPS) and the factory in a factory (FIF) 
concept, just to mention a few. There are others like Holonic [56,57]and Bionic 
[117] manufacturing systems mentioned in the above sections, which only recently 
appeared in the literature, originating from Japan. The Japanese manufacturing 
systems attracted world-wide implementation because of the following benefits: 
• the costs of adopting JMS are very low 
• the barriers to entry are low 
• JMS are not capital extensive 
The obstacles in implementing JPS in LICs are that they require skilled human 
(multi-skilled) resources; effective economic infrastructure and telecommunication; 
and developed supplier capability [51]. These are likely to be in short supply in 
LICs. They also require the creation of a social production system besides the 
technical production system, which can be easily transferred. Unlike technical 
production systems, social production systems are not transferable, but created given 
the right conditions. There are examples in some LICs in South America for 
example in Brazil where JMS have been implemented successfully [48,51]. 
3.1.4.1 Toyota Production Systems (TPS) 
The Toyota Manufacturing Systems (TPS) is a cost reduction, lean manufacturing 
[160] and productivity improvement system, attained through the elimination of 
various wastes such as excessive inventory and excessive work force [36,170]. Most 
of what the author termed JMS is based on TPS. The concept of costs in TPS is very 
broad and costs include not only manufacturing costs but also sales costs, 
administrative costs and even capital costs. Companies in Zimbabwe studied by 
Posthuma and Kaplinsky [48,49,50,51] were implementing JMS using some TPS 
concepts. 
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Principally TPS aims at reducing costs by completely eliminating four inter-linked 
types of wastes found in manufacturing production operations: 
• Excessive production resources: these include idle time, excess facilities 
and inventory. These only increase costs and add no. 
• Overproduction is regarded as the worst type of waste created by 
excessive resources and it causes the third waste excessive inventory. 
• Excessive inventory in manufacturing creates the need for more 
manpower, equipment, and floor space to transport and stock the 
inventory. 
• Unnecessary capital investment: over a period of time the above will lead 
to this fourth type. 
All the four sources of waste raise administrative costs, direct material costs, direct 
and indirect labour costs and overhead costs. The process of eliminating waste and 
costs reduction is achieved through disciplined control of over production, insuring 
that processes make products according to the sales velocity (rate at which the 
products are being sold) of the market [36]. This is the core of the TPS and its 
structure is based on its ability to control over production. TPS is basically a way of 
maintaining a continuous flow of products in factories in order to flexibly adapt to 
changes in customer demands. TPS has two major concepts, which are its pillars : 
JIT Gust-in-time) and autonomation. JIT is a means to produce the necessary units in 
necessary quantities at the necessary time. JIT uses the kanban [36] system to 
control production quantities in every process. 
Autonomation [36] means building in a mechanism to prevent mass-production of 
defective work in machines and/or production lines. Machines are fitted with 
automatic stopping devices called autonomous machines and are capable of "in 
process" quality checking and stopping the machine as soon as an abnormal 
character appears on a product, resulting in what is popularly known as 100% zero 
defects. 
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3.1.4.2 The diffusion of Japanese Manufacturing Systems 
The diffusion of Japanese Manufacturing Systems (JMS) is occurring as evidenced 
by a number of joint ventures, transplants, and imitators of JMS now found world-
wide [50,51,133,134]. Examples are found in the Americas[136,137,138,] Britain 
[156,157J, Europe [102J Asia[135,140,141 and Africa with Zimbabwe leading the 
way [48, 49,50J. Literature [39, 155,160] on JMS is now used in research 
[56,57,117] and teaching in higher institutes of learning world-wide. The spread of 
JMS is seen in different forms as was noted by Monden [39] : 
• JMS can be adapted to include local concepts; 
• JMS cannot be implemented exactly as it is operated in Japan, because of 
differences in national cultures; 
• A new management system could be created, combining technologies of 
all partners; and 
• A new cultural environment, conducive to implementing JMSs could be 
initiated and then JMSs applied with some adjustments to suit the new 
environment. 
Kaplinsky [50,51] noted that JMSs provide important benefits both in external 
markets and in meeting domestic needs, although they are neither labour nor capital 
intensive. Hence they are easy to implement world-wide. He noted the following 
benefits on their transferability to the LIes: 
• Costs of adopting JMSs and barriers to entry are very low; 
• JMSs are not capital extensive and not foreign exchange intensive; 
• JMSs increase productivity growth and reduce production costs; 
• JMSs are beneficial to corporate profitability and allow firms to better 
serve their customers; 
• JMS reduces economies of scale by improving flexibility and allows the 
firms to respond to exogenous shocks which effect the demand for their 
products and the supply of inputs; and, 
• JMS facilitates exports by improving quality, reliability in production and 
lowering costs. 
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JMSs make use of skilled human resources (multi-skilled); require effective 
economic infrastructure and telecommunications; and involve developed supplier 
capabilities [48,50,157]. These are conditions short in LICs, as managers and 
investors in most developing countries are not committed to education and training 
of their work force. They prefer poaching them from other companies by offering 
attractive salaries and benefits, yet investing very little in upgrading in-house 
workers[48]. 
3.1.5 Network Business Structures (NBS) 
Network business structures (NBS) are found in most expanding companIes 
especially in the multinationals, although the term itself has never been used 
referring to the multinationals. NBSs are now very popular with small and medium 
businesses trying to gain and compete with large companies on marketing and 
development of new products. There are two types of business networks: Hard 
Networks which are permanent and Soft Networks [artificial or virtual], which are 
very flexible and based on a particular, need or project. 
The major objective in the creation of business networks is an artificially large 
organisation composed of small and medium businesses, either around a large 
organisation or among themselves capable of sharing resources: manpower, 
equipment, tendering of contracts etc. The figure 3.2 shows an example of NBS. 
These types of organisations are at present found in countries like Germany, 
Denmark, New Zealand [hard networks] and Italy which has a region now called 
little Italy because of these business networks. 
Figure 3.2 shows four local business networks each made up of small to medium 
enterprises. Each local network when operational is able to compete with other such 
networks as well as competing with large corporations for customers. A and B are 
simple networks in which enterprises combine their resources to compete for large 
projects and gain access to large markets. C and D are networks in which the small 
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enterprises are suppliers to the Centre or Main. Here the main or Centre is a large 
organisation using the smaller organisation to supply it with parts, which are not 
economically viable to produce in-house. They are created with the help (technical 
and know-how) of the centre or main, such that there are almost on the production 
lines of the centre/main. 
We are proposing the use of such Business Networks in LICs. Zimbabwe has many 
small to medium enterprises providing specialist products and services to the market. 
Some are created by former employees of large corporations and then compete with 
the former employers. The Network Business Structures concept has a lot of 
potential in LICs. It will remove unnecessary competition and create a competition 
to win environment, where everyone is a winner. 
In Japan, such networks (C and D) are also very common, these are satellites of large 
companies created by large organisations or with the help of large organisations to 
supply them with certain items or parts in their endeavour to meet JIT target 
requirements. 
What is amazing about NBS is its similarities with the new wave of new business 
enterprise concepts being suggested by researchers nowadays : Agile, Virtual and 
Holonic manufacturing systems, organisations and enterprises. 
All of these seem to advocate the creation of artificially large organisations 
composed of holons: small and medium size businesses (enterprises), thus virtual 
organisations, which are able to share resources: manpower, equipment, tendering of 
contracts, knowledge and common costs, etc. 
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Figure 3.2 A,B,C,D, are Local business networks (a local VOs) made up of small or 
medium enterprises I,I1,Ill,IV; Centre and Main represent large enterprises 
supplied by a network of smaller enterprises. 
3.1.6 Holonic Business Structures 
A Holonic business network is a set of companies that acts integratedly and 
organically and is constantly re-configuring itself to manage the business 
opportunity [67]. Each company in the network provides a different capability and is 
called a Holon, as discussed in section 3.1.1.2. Each configuration of process 
capabilities within a Holonic network is termed a virtual company or organisation 
(see section 3.1.2.2) 
3.1.6.1 Holonic Network Creation 
To create a Holonic network companies should develop a new level of total trust; the 
capability to operate without rigidly defined hierarchies and predetermined; and they 
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must have a totally open communication system among the entities. All companies, 
large and small involved in a Holonic network are equal entities or temporary 
partners, and only contribute competencies that are not found in other corporate 
entities. The openness of the communication system create a culture of trust among 
the partners.[68,162], because each entity or company brings in unique set of core 
competencies and capabilities to the network, which makes them essential and 
required [67]. 
The seven characteristics of a successful Holonic network, as summarised by P. 
McHugh et al.[67], in their book "Beyond Business Process Reengineering", are as 
follows: 
• a Holonic network is not organised hierarchically; 
• each holon is a business, a switch within the network or a node, which has 
characteristics of the entire network and all nodes are equal; 
• the Holonic network is in dynamic equilibrium; 
• the Holonic network is self regulating; 
• access and exchange of information throughout a Holonic network is 
totally open, and so is the access and exchange of information across the 
boundaries of a Holonic network; 
• the Holonic network is evolutionary, and is constantly interacting with its 
enviromnent; and 
• the Holonic network is a knowledge based network, and self-learning. 
Trust [165] is the key to the success of a Holonic business network. Mutual respect 
and trust build Holonic networks and binds companies together in their shared 
destiny. Every individual node (company) should be able to communicate with the 
other nodes and have access to the coming and goings and every decision of every 
other holon (a completely open system). At the same time maintaining its contact 
with the outside world (autonomy) to maintain sensitivity. 
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3.2 The importance ofthese new Manufacturing Systems to the LIes 
The enthusiasm of elM has remained intact although its implementation enthusiasm 
has gone down. Some new paradigms or new manufacturing organisation concept 
are regularly proposed such as the ones we discussed above. These are Lean 
Manufacturing; Agile Manufacturing; Virtual Manufacturing; Holonic and Bionic 
Manufacturing; Business Networks approaches. The author's opinion is that these 
have not changed the real problems of industry in general. 
In Lies, manufacturing industry has existed for a number of years in a sheltered 
environment, free from competition from international sources and within the safe 
environment, and in some instances manufacturing companies sprung up to satisfy 
particular needs. In Zimbabwe 25% of the GNP accrues from manufacturing, 
probably significantly more than other countries in the LICs. This is planned to 
increase as Zimbabwe heads towards industrialisation. Obviously, export markets 
for value added goods are under strong and increasingly competitive pressure from 
world class manufacturers in other countries in terms of the main parameters: 
quality; design; price and availability; reliability and servicing etc. 
It is not only export markets but also internal markets that are under pressure from 
external producers in a decontrolled economy. It is not only dumping in the Lies 
that is attributed to lower costs of imported goods than the locally produced goods. 
But, there are some factors such as superior manufacturing efficiency and 
effectiveness that must be reckoned with when comparing between locally 
manufactured and imported goods. Therefore the LICs, need these new 
manufacturing systems and concepts if ever they are to compete and move into the 
new environment of a decontrolled economy. 
It is becoming very clear that the recent manufacturing organisations are quite 
different from the more basic earlier forms still operational in most Lies. The new 
manufacturing systems and organisational concepts are distinguished in having or 
needing a higher level of intelligence. This intelligence is a mixture of human and 
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artificial intelligence. Organisations are more differentiated and evolutionary, such 
that it is possible to group individual industrial corporations into species according 
to the way that they are organised internally and the way they react to external 
change. 
The tissues of an organisation are the people and the machines that comprise the 
overall corporate body [36], which are the clusters of people and machines. These 
entities of an organisation are replaceable. By replacing the two clusters as they get 
old or outdated, the corporate body is renewed and may survive for long periods and 
by adapting the new entities the organisation evolves to remain competitive in the 
prevailing social climate. As mentioned above most manufacturing organisations in 
LIes were created for a particular need, therefore their move to another area of need 
requires them to revamp or discard the old and start afresh. Which is a non starter as 
it becomes easier to import than produce. 
Faced with the need to change to survive industrial organisations in LIes are looking 
for ways to change without disruption of their operations. This work is suggesting 
the use of the new forms of manufacturing systems organisation and concepts to 
recreate and re-engineer manufacturing organisations in Zimbabwe, a representative 
of the less developed regions. 
The importance of the new manufacturing systems to LIes is that conceptually they 
can be utilised with nominal capital investment at company level, through re-
organisation and retraining of the present workforce. The knowledge of these new 
manufacturing systems will give them something to move towards in their 
developmental plans for the future of the comparty. At national level there is a need 
to improve economic structures and infrastructures like telecommunications, 
transport networks, and education and training facilities in LIes. 
The manufacturing philosophies compared in Table 3.1, show the developments and 
changes that took place within manufacturing following technological developments 
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and changing customer aspirations. Concepts A and B are very common in LICs and 
most multi-national corporations are using these two philosophies, taking advantage 
of the abundance of unskilled labour and neamess to natural resources. The two 
concepts (A and B) in LICs, as observed by the author, large organisations use B, 
mass production and in most cases research and development and all the planning 
are done at their head quarters in their countries of origin. Only a few controlling 
layers are found at the production sites in the host country. Small to medium 
organisations and family organisations tend to concentrate on philosophy A and a 
few of these small organisations have moved on to philosophy C. 
Philosophy C, in Table 3.1, because of the capital involved at the initial stages is 
very unpopular in most LICs. Zimbabwean organisations [49,50,51], realised long 
ago that flexible specialisation is the way ahead. A few of them like Cochrane Group 
of Engineering companies invested a lot in CNC machines and CAD/CAM systems 
some 5 to 6 years ago now are reaping the gains. Giants like Tinto Industries also 
invested in modernisation programs, which involved restructuring of manufacturing 
organisation, and management styles using JMS ( Kawasaki production systems or 
the factory in a factory concept [236]), with some success in some areas as discussed 
in "Easternization"[51]. 
Concept D includes most of the manufacturing systems originating from Japan. 
Japanese manufacturing systems are spreading world-wide. They are very popular in 
most LICs, which have a sound manufacturing base. Zimbabwe is one of them. 
JMSs are cheaper to implement, because they require more commitment than capital 
investment. Even the new concepts coming out of Japan like Holonic and Bionic 
Manufacturing systems, mainly require commitment and some changes in 
organisation culture. Therefore LICs, and Zimbabwe, although they are behind in 
implementing JMS compared to other countries are now seriously considering the 
use of some JMSs. Some organisations in Zimbabwe are reorganising their 
operations and structures using JMS [51,236]. 
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Table3.1 Comparison manufacturing philosophies 
A B C D E 
CRAFT and MASS Flexible Japanese New 
Specialised Production Manufacturing Manufacturing Manufacturing 
Production Concepts Concept Concepts concepts 
Concepts 
I Customer focus Internal Customer focus Customer focus Integration with 
operations customers 
focus 
2 General Specialised Flexible Flexible Reconfigurable 
purpose equipment, automation and automation, factories 
equipment fixed general purpose rapid set-ups 
automation equipment 
3 Small, family Large Medium/large Large Large 
organisation, organisation, organisations, organisation, organisation, few 
few layers many layers and moderate few layers layers 
number of layers 
4 Skilled Semi-skilled Highly skilled Skilled, multi- Skilled, multi-
Workers IUnskilled multi-functional functional functional 
workers workers workers workers 
5 Broad job Narrow job Broad job Broadjob Broad job scopes 
scopes, totally scopes, little scopes, low scopes teaming, functional 
integrated integration integration integrated integration with 
within across functions across functions suppliers/ 
functions customers 
6 Dependent on Adversarial Adversarial Early supplier Pre-qualified 
suppliers supplier supplier involvement in suppliers, pre-
relationship relationship product and arranged 
process agreements 
7 Dependent on Inspection In process Build quality Build quality into 
fitting and quality, quality control into the design the design and 
rework for customer the and design and process process 
quality fmal inspector 
8 Low volumes, High volumes, High volumes Moderately high Moderately high 
costs controlled cost controlled and varieties, volumes, cost volumes, cost 
by low by volume cost controlled controlled by controlled by 
overheads by process process process 
improvement improvement improvement and 
and control and control control 
9 Low long moderate Fast span times Fast span times 
development development development and for development for development 
and production and production production and production and production 
span times spans. Long spans. Short set-
set-up times up times 
10 Low capital Large capital Large capital Moderate Moderate capital 
investment and investment investment and capital and and minimal 
inventories and low inventories minimal inventories 
inventories inventories 
11 Little Vertically Vertically Integration of Network of 
integration integrated integrated back supply chain partners focusing 
back through through supply on core 
supply chain chain competencies 
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Philosophy E, agile manufacturing, is a business plus manufacturing concept, giving 
an organisation the ability to change and adapt quickly to changing circumstances 
[44,55,237]. It is the author's opinion [44,55] that the Agile manufacturing concept 
uses all the positive aspects found in A to D philosophies, adding a business unit to 
all, thus integrating manufacturing organisation and business organisation (strategy), 
creating a holistic customer-led business enterprise. Because of the relatively low-
cost of the enabling technologies of NBSs, VMOs CIM and JMSs concepts, LICs 
can easily adapt as they develop their communication infrastructures. 
There are more small to medium companies in Zimbabwe than there are large 
organisations as shown in Table 3.2. 
Just browsing the intemet http://www.zimtrade.co.zw/one finds that there are more 
small companies employing 1 to 100 employees all giving managerial services and 
consultancy services, mostly in similar areas. According to the Census of Industrial 
production Reports [198,199] there are 66% small industrial organisations 
employing 1 to 100 employees. A network of such small companies as an example, 
could create a fairly large consulting organisation that is capable of competing at 
international levels and provide world-wide services, using the MMSs. 
3.3 Concluding Views 
Much of the evidence available [49,132,144,195,207,211,213,223,224,236] suggests 
that if business organisations in Zimbabwe and other LICs ignore modem 
technological practises and processes, which business organisations in developed 
countries are adopting, many of them (in LICs) face reducing long-term 
competitiveness, and ultimately risk of failure. Therefore Zimbabwe and other LICs 
have few options, of which reorganising their manufacturing organisations and 
business structures in line with global business practices and processes is a vital 
option. 
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Modem Manufacturing Systems (MMS) concepts and organisational concepts 
attached to them, may be the answer to the success of most manufacturing business 
organisations, in this globally oriented environment, but to most manufacturing 
business organisations in LICs, remain unknown, other than in academic circles. Ihe 
importance of these MMS concepts is under emphasised, because of a lack of 
driving force "competition" in most LICs. But the threat posed by global businesses 
is now emerging, such that JMS, have already been tested in most LICs like 
Zimbabwe [48,50,51], Brazil [131], Malaysia [134] just to name a few with mixed 
results. The reasons given for the poor success of implementing these JMS, besides 
economic factors and stable political environment, solid industrial base and 
infrastructures, are lack of commitment on the part of managers and executives of 
such organisation, as well as the doubts of the workers. 
The causes of this lack of enthusiasm, in actual fact was seen in other countries in 
the West and N. America, JMSs are difficult to implement, without modification to 
suit local conditions [132,133,134,135,136,137], which include extensive programs 
of re-training aiming to create a new culture with a compatible management style. 
In chapter two the discussion centred on the problems of underdevelopment in LICs, 
and it is recognised that in such economies it will be difficult to make the capital 
investment required to move quickly along the "high-tech" route, yet there may be 
no alternative. Therefore the LICs must make careful selection from the available 
techniques, considering how they are suited to local conditions and cultural 
environment. 
In this chapter it has been seen that of the MMS concepts, there are approaches 
which heavily depend on the use of AMI and computers and approaches which 
heavily depend on making the best possible use of the resources available (people, 
equipment, finance and infrastructure). Approaches, which are heavily dependent on 
AMI, include CAD/CAM; FMS; CAPP; CIM and MRP-II, just to name a few. By 
their nature such approaches are expensive in terms of capital investment, and hence 
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will tend t.o be bey.ond the reach .of ec.on.omies in the LICs. Even in industrialised 
c.ountries, it has been f.ound that implementati.ons .of AMT frequently fail t.o give the 
benefits predicted, .often due t.o neglect .of the business and .organisati.onal aspects .of 
an enterprise [248,249,250]. 
Appr.oaches depending heavily .on making the best p.ossible use .of the res.ources 
available are a gr.oup which is rather nebul.ous, and has been given a variety .of 
labels, such as W.orld Class Manufacturing [248], Lean Manufacturing 
[155,160,163], and Just-In-Time [137,161 234]; which are all referred t.o as JMS in 
this thesis. These appr.oaches place mere emphasis .on the .organisati.onal and pe.ople 
aspects .of the manufacturing system .or an enterprise, rather than .on the techn.ol.ogy. 
M.ost .of the c.oncepts included in JMS may be implemented using whatever level .of 
techn.ol.ogy is currently available in a particular manufacturing enterprise and level 
.of devel.opment in the c.ountry. S.ome manufacturing .organisati.ons in LICs, and in 
Zimbabwe, have been implementing JMS with s.ome success [49,51,107]. 
Organisati.ons fer example have ceped with the shertage .of skilled lab.our by having 
in-heuse training pr.ograms and sending .others t.o c.ountries like Japan and the UK, 
wh.o will be resp.onsible f.or in-h.ouse training. 
Fer example Willewvale Mazda Meter Industries (WMMI), Tinte Industries; T.oel 
Craft and C.ochrane Engineering have been implementing JMS with seme success. A 
study [253] .of WMMI sh.owed that the c.ompany, because .of its ceunecti.on with 
Mazda Japan, has successfully created a culture unparalleled in any .other c.ompanies 
in Zimbabwe. They have devel.oped a sense .of bel.onging and as a result the 
.organisati.on gains c.ommitment fr.om the workers. This was achieved thr.ough 
training and educati.on. 
Alth.ough te s.ome extent in c.omparis.on with .other .organisati.ons in Zimbabwe, the 
WMMI case was feund t.o be a success. M.ost manufacturing systems are imp.orted 
t.ogether with the cultures .of c.ompanies bringing them .or being imitated. The 
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differences in the existing cultures in Zimbabwe and the imported cultures have led 
to many failures in implementing JMS [49,51,253]. 
An enormous amount has been written about JMS, and in general authors agreed that 
JMS relies heavily on the motivation and commitment of all the people in the 
organisation to work together to achieve the common aims of the enterprise. Such 
motivation and commitment are not easily obtained, but developed through 
appropriate education and training, creating an organisational culture compatible 
with the local environment (culture) and JMS. 
From Chapters one and two it is now possible to conclude that besides under-
development in LICs, there are some potential, still untapped, which leads the author 
to believe that MMS concepts can be implemented in LICs with some success. 
Zimbabwe is an example where there is a trainable workforce (with at least four 
years of secondary education), a well developed infrastructure and 
telecommunication system, political stability and an up to international standard 
financial system, and a natural resource base capable to implement most of the 
modern manufacturing systems as compared to other less industrialised countries. 
For example Holonic manufacturing, Agile and virtual manufacturing and Network 
Business Structures, besides JMS which in already popular in a number of 
organisations in Zimbabwe. 
Zimbabwe's economy rests on the solid foundation of social development enabled 
by universal education and public health care policies the government put in place 
soon after independence. Land reform and the improvement of social status of 
women are underway and are already enshrined into the country's constitution. 
Organisations in LICs, Zimbabwe are used to improvisation and working in very 
unwelcoming environment and conditions, such that they have developed a culture 
of innovation and creativity beyond imagination. Eversheim et al [255] recognised 
that cultural infrastructure can be considered as an important advantage for 
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companies from the developing countries since some of the characteristics of Virtual 
Enterprise strategy has been already applied in most organisations. The fault in 
resources in developing countries traditionally has forced their industries, to projects 
and manufacturing products in an outstandingly creative and innovative manner 
[255]. Modem Manufacturing Technologies discussed in this chapter require a 
cultural infrastructure accompanied by such innovation and creativity capabilities to 
succeed in an environment. 
In the next chapter, culture is reviewed in general and in connection to its influence 
on organisations. There are numerous reasons why culture was chosen as a major 
subject of investigation in this work. Most of the factors that influence industrial 
organisations are well documented in the literature. The reasons why the LICs are in 
their position today has been a subject of investigation by many researchers in 
political sciences and social sciences as well as those in developmental studies 
[36,37,48,49,51,52, 74,75,131,132,144,195,223] and other researchers have 
suggested solutions [62,108,145,207,211,222,225,255] on how to change the state of 
these countries. The influence of cultural orientation on industrial organisation in 
LICs has not received such attention as other factors. Because of the new 
environment being created by the globalisation concepts on the world markets, 
technological developments and the almost free movement of technologies, it has 
become necessary to understand how cultural characteristics of host nations will 
influence or be influenced by these changes. 
The other reasons why culture was chosen, as the main theme of this work is the 
recognition that new manufacturing concepts require more cultural change in the 
way people think than in technological advancement. For example TQM requires 
several key cultural changes in thinking [261]; Fractal Factory concept a revolution 
in corporate culture [239]; virtual organisation agile manufacturing organisation, 
Holonic business network and structures, and NBS all require some major cultural 
changes in the way of thinking for their successful implementation. 
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3.4 Chapter Three Summary 
This chapter introduces developments in modern manufacturing technologies in 
relation to LICs. The modern manufacturing technologies include Virtual and Agile 
manufacturing organisation, Japanese Manufacturing Systems, Network Business 
Structures, and Holonic Business Structures and Networks. 
The importance of these new forms of manufacturing systems and concepts to LICs 
is discussed. These manufacturing philosophies are compared and their benefits to 
LICs discussed. 
It is concluded from the literature available the success of implementing the new 
forms of manufacturing systems and concepts require some changes in the attitudes 
of employees and employers. And the business and organisational culture in 
general, in most LICs needs to be changed in order to be able to implement and gain 
the full benefits of the new forms of manufacturing organisation. 
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Chapter Four 
The determinants of Success of New Manufacturing 
Systems in LICs and Zimbabwe 
4.0 Introduction 
The approach to the organisation of an industrial base in any country is primarily 
influenced by a number of variables: the natural resources; the existing and 
potential markets; financial system and political stability; the national skill; the 
existing and proposed national infrastructures; support for manufacturing start-up 
and inward investment, and the national culture and the predominant sub-cultures. 
The influence of most of these variable are well documented in literature on 
developing countries [222,223,224,225] and were discussed in chapter two. Most 
of these variables do not need special attention, since they are well documented in 
the literature. However the influence of national culture on industrial organisation 
in LICs is not well documented, though there are a few papers on Asian national 
cultures, mostly comparing Japanese culture with the Western culture 
[138,158,179] and a few comparing Japanese culture to some Asian countries like 
Singapore and Indonesian culture[139,140,]. It is therefore my desire to determine 
the influence of national culture on industrial organisation in Zimbabwe. 
The determinants of success of New Manufacturing Systems and organisation 
concepts in LICs and Zimbabwe will not only depend on how technologically 
advanced these countries are. But on how their culture is adaptive to a changing 
business enviromnent. The influence of culture as a determinant of success for the 
implementation of modem manufacturing systems in LIes carmot be generalised. 
Because culture generally varies from region to region within the same country and 
from country to country. Therefore this work focuses on the influence of 
Zimbabwe's national culture on industrial organisation in Zimbabwe. 
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In this chapter, culture is reviewed in general and in connection to its influence on 
organisations. There are numerous reasons why culture was chosen as a major 
subject of investigation in this work. Most of the factors that influence industrial 
organisations are well documented in the literature. The reasons why the LICs are 
in their position today has been a subject of investigation by many researchers in 
political sciences and social sciences as well as those in developmental studies 
[36,37,48,49,51,52,74,75,131,132,144,195,223] and other researchers have 
suggested solutions [62,108,145,207,211,222,225,255] on how to change the state 
of these countries. The influence of cultural orientation on industrial organisation in 
LICs has not received such attention as other factors. Because of the new 
environment being created by the globalisation concepts on the world markets, 
technological developments and the almost free movement of technologies, it has 
become necessary to understand how cultural characteristics of host nations will 
influence or be influenced by these changes. 
The other reasons why culture was chosen as the main theme of this work is the 
recognition that new manufacturing concepts require more cultural change in the 
way people think than in technological advancement. For example TQM requires 
several key cultural changes in thinking [261]; Fractal Factory concept a revolution 
in corporate culture [239]; virtual organisation agile manufacturing organisation, 
Holonic business network and structures, and NBS all require some major cultural 
changes in the way of thinking for their successful implementation. 
4.1 Culture 
It is now accepted that to survive in a globally oriented environment, business 
organisation and enterprises should manage their external and internal environment 
appropriately and relatively to the demands of such environments. Management of 
external environment requires enterprises to be structured flexibly enough to allow 
changes when necessary. The building blocks of a business organisation should 
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leave room for incorporation of environmental factors like host national culture and 
local bye-laws. The internal environment of a business organisation should be 
design or redesigned to meet the requirement of the host nation and accommodate 
the needs, beliefs, attitudes and values to an amicable level. 
Organisational culture is a relatively new field of investigation which has borrowed 
heavily from sociology and anthropology. The influence of culture in business 
organisations and structures is debatable. Most publications are related to 
sociology, psychology and anthropology. The Tavistock institute in London, were 
the first to demonstrate the importance of the social component of organisational 
change programmes (socio-technical systems [80,81]. Woodward [26] in her study 
on a number of enterprises, also pointed out that process technology appeared to be 
associated with higher levels of social integration. She argued that with 
developments in technical control systems, the need of supervision was eliminated 
(hence the creation of low power distance concept [40,41]) and therefore better 
relationships were facilitated. 
4.2 The Importance of Culture 
The importance of cultural difference has only recently started occupying a leading 
position on the agenda of management, mainly due to the work of Hostede, which 
resulted in "Culture's Consequences". Belbin, [58] attributed this interest in culture 
to the liberalisation (unrestricted movement of populations and goods in terms of 
global trading) and the globalisation of most organisations taking place. Here let us 
define a global organisation as an organisation whose headquarters treats its units 
world-wide as one company wherever the unit is located. Unlike MNCs operational 
in only a few locations, global organisations operate world-wide. They are similar 
to transnationals, which do not have a particular headquarters but are multi-centred. 
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The recent emergence of an interest in culture in organisations was due to the 
limitations of structures in providing the glue that holds organisations together. The 
main research thrust on organisational culture came from the social scientists in the 
USA while trying to explain the Japanese industrial success [81]. Ouchi [22], 
argued that for corporate managers, culture was their most useful tool in uniting the 
activities of employees through a common understanding of goals and values. This 
would lead to both increased productivity and supportive relationships at work, 
thus organisational culture's influence and a reflection of the importance of culture 
as detenninants of Success of New Manufacturing Systems not only in LICs and 
Zimbabwe, world-wide. 
Skinner [83], wrote that in his opinion, positive reinforcement would develop a 
stronger culture, while negative reinforcement obstructs the development of more 
effective cultures and that culture would have a special measure of survival value if 
it could encourage its members to examine its practice and experiment with new 
ones, supporting the importance of culture. Literature also identifies that culture 
influences perfonnance [258] and competitiveness [263] of organisations. 
Organisational culture influential yet relatively neglected and misunderstood [84], 
in manufacturing systems organisation and business organisation. Culture was 
found by many authors [45,118,124,139,181,190] to be important because it affects 
the following: 
• the degree of employee innovation 
• the rate at which individuals join and leave the organisation (employee 
turn over). This work found that there is a high rate of employee turn 
over in most companies in Zimbabwe. 
• the morale and goodwill of employees, which detennine the willingness 
of workers to go an extra mile from time to time as required by the 
organisation or markets. 
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• on industrial relations. The relationship between employees and 
management were found to be very unhealthy in Zimbabwean industries 
by Kaplinksy and Posthuma [48,49,51]. The two researchers found that 
there was generally a lack of trust between workers and management. A 
Zimbabwean worker is quoted as saying if employers want loyalty they 
should buy dogs [207]. This shows a picture of poor relationship 
between employees and their employers in Zimbabwe. 
• it can affect absenteeism and punctuality. 
• Competitiveness [263] 
• Performance [258]. 
There is more literature on organisation behaviour and corporate culture (which 
some authors called organisation culture) than the relationship between national 
culture and organisational culture. Hofstede's [41] work, showed that national 
cultures differ quantitatively from country to country. However, he did not show 
how these difference influenced organisational culture within the global IBM 
organisation. 
Using Hofstede's cultural dimensions Schermemom and Ismail [259] showed some 
of the conflicts encountered when power distance oriented cultures meet 
individualism Icollectivism oriented cultures (American and Malaysian cultures), 
when expected behaviours as described by Hofstede [41], learnt at a management 
school in America did not meet the results in practice an American expatriate 
manager in Malaysia. Sihn et. al [260] writing about the Fractal Factory recognised 
the importance of culture in implementing the Fractal factory concept. They wrote 
that in the implementation of the Fractal factory concept the starting point was the 
shaping and setting of a corporate culture, that is creating a company culture 
compatible with the fractal factory concept. 
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Culture has a number of basic elements that provide a guide to what is important, 
what attitudes are appropriate and how to behave within any organisation or social 
unit. These elements are beliefs, values, assumptions, attitudes, and behavioural 
nonns or shared expectations. All these can be dealt with at various levels of 
analysis: national, industrial, enterprise, group and individual levels. At each level 
they have some degree of influence on the operations of a manufacturing 
organisation as well as on business organisation. Culture was defined as the 
commonly held and relatively stable beliefs, attitudes, and values that exist within 
an organisation or a social unit [22,41,265], in other words, culture is the sum of 
the above mentioned elements, which are found in individuals, groups, enterprises, 
industries etc. From beliefs, values and attitudes are created, which are then 
translated into action and manifest as behaviour. 
A value is an enduring belief that has a specific mode of conduct or outcome which 
is socially preferable to other alternatives. Values are considered to be in two main 
categories [80]:-
• Moral values, which indicate what is correct or proper and have a sense 
of obligation attached. Moral values result in feelings of pride or 
humiliation. 
• Instrumental values, which reflect a preference or desire, result in 
feelings of satisfaction or dissatisfaction and are conceptually similar to 
attitudes. 
Values occupy a more central position within an individual's cognitive system. The 
conceptual distinction between values and attitudes is not very clear and it is 
believed that if employee attitudes are investigated and quantified, some insight 
into the values underlying these attitudes can be obtained [85]. Values are the link 
between emotion and behaviour, the connection between what one feels and what 
one does [68]. 
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An assumption is an idea, based on a system of beliefs and values relating to 
previous knowledge and experience, that assist an understanding of the relationship 
between old and new infonnation and that influences an individual to think, 
extrapolate beyond facts, and behave in a distinctive way [68,80]. 
Attitudes are learned tendencies to respond in a consistent way to a given situation 
[80]. As an example an autocratic manager is likely to have a negative attitude 
towards participative management, because of his belief that it will undennine his 
authority and is time consuming. Behaviour defined in a the narrow sense 
applicable to cultural studies, is the observable outcome of action taken by a person 
in response to an external or internal environment stimulus or change. An 
individual's personal beliefs, attitudes, and values are gained initially from 
infonnal education or mind programming by the parents and society at large 
[42,89,90]. 
The cultural identity of an organisation is gained from the internal and external 
environment of the organisation that is common to its members [87]. Therefore 
company strategies, structures, practices, procedures, and managerial behaviour, 
strongly influence the work environment as well as the personal values and 
attitudes of individuals, which taken together fonn the basis for a common cultural 
identity [80,92]. Champy (1995), wrote that "A company's culture cannot be 
proclaimed or easily manipulated. Itconsists of the deeply share values and beliefs 
of its people, which show up in how the company and its people behave." 
In transplanting an organisation from one environment to another, the deeply 
shared values and beliefs remain with the parent company. Therefore there is a 
need to modify all the factors that influence the common culture and take those 
factors from the host nation, which may influence the creation of a new common 
culture. The other entity that will definitely change in the transplantation process is 
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the personal values and beliefs of individuals, because of the employees from the 
host country. 
It is therefore necessary to identify a range of relevant values before attempting to 
impose the culture of the parent organisation. It is also important to examine the 
subcultures at subgroups levels and identify to what extent there is some 
compatibility between the central values ofthe organisation and the national culture 
of the host nation. Culture can be studied at various levels, for example, national, 
industry, enterprise, business, group, or individual levels. At national level, beliefs 
and values in some countries are enshrined into the laws of the country. But in 
other countries values and beliefs are enshrined in the upbringing of a human being, 
from childhood [89,90]. 
Schein [93] has concluded that analysis of culture at national level does not permit 
an explanation of differences at an enterprise level and that there are three 
fundamental levels at which culture manifests itself, these are:- observable 
artefacts; values; and basic underlying assumption and beliefs. Martin and Siehl 
[97] found that for organisational analysis a more specific category called 
management practice, which included human resources management practices such 
as safety, training, and reward systems were necessary. 
At the level of an individual analysis, values and beliefs are stable and difficult to 
change and individuals are more likely to internalise beliefs and values that are 
seen to be useful, from a credible source, and are congruent with the existing, 
strongly held personal beliefs and values. Therefore the beliefs and values of a 
dominant individual within an organisation are likely to influence employees in a 
formal level, because they are coupled with power or authority associated with 
hierarchical position. An organisation's culture is therefore tremendously 
influenced by the behaviour of the people with the most authority and power [101]. 
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Schein [98] described culture as a dynamic learning process. Culture is learned 
from dominant figures [80, 101], parents and society at large [89,90]. In the case of 
an organisation, culture is learned not just from the dominant figures within but 
from other members of the group or organisation, as well as from the external 
environment, which includes the host national culture. Dominant figures provide a 
model with which individuals can identify with and subsequently base their 
attitudes and values upon. When these attitudes and values are internalised, they 
become difficult to determine and study as their outward manifestation does not 
directly indicate the true meaning that they have for a particular individual. 
Also when organisational culture and national culture, are compatible it is difficult 
to distinguish the two from data collected from manufacturing organisations alone. 
This is something to think about when looking at Hofstede's work as well as this 
work. The questions used may not reveal the national character of culture but a 
company character. 
Herber et el. [80] wrote that there are two main dimensions of culture: 
• a coherent system of commonly held beliefs, values, assumptions, and 
attitudes that distinguish a social unit and orient its choices; and 
• the characteristics of the social unit in terms of its symbols, artefacts, 
technology, tasks, practices and procedures, and behavioural norms. 
Geert Hofstede [40,41,42] who has been doing research in the international 
management area over the past twenty years, in his latest database, which includes 
US-based multinational subsidiaries consisting of organisational management 
practices in fifty countries, discusses four dimensions in understanding 
organisational management practices. He used the dimensions to explain the work-
related values of different countries in terms of differences among national cultures. 
The dimensions are power distance; uncertainty avoidance; individualism, and 
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masculinity and he suggested a fifth dimension Long-Tenn (Short-Tenn) oriented 
in life, discovered by Michael Hams Bond in the far east [42]: 
• Individualism-collectivism. This dimension centres on organisational practices 
in individualistic cultures such as Canada, US, Australia, and Great Britain 
contrasted with collectivistic cultures in East Asia (Japan, South Korea, Hong 
Kong, and Singapore). 
• Power distance. Low power distance (Canada, US) subscribes to equal power 
distribution versus high power distance (Japan, South Korea, Hong Kong, etc.) 
in hierarchical structures. 
• Uncertainty avoidance. Hofstede found that Canada and the US are low in 
uncertainty avoidance, i.e., they like to take risks, take individual initiative, and 
enjoy conflict. Whereas cultures like Japan, Hong Kong, and South Korea are 
• 
high in uncertainty avoidance, i.e., they do not like conflict, but pursue group 
harmony; people within these organisations need clear rules, procedures, and 
clearly defined job responsibilities. 
• Masculinity-femininity. This dimension has been controversial because many 
people feel it is sexist. Hofstede discovered that Japan rated high on masculine 
dimensions (males expect an "in-charge" role). In contrast, countries like 
Norway and Sweden have a stronger feminine dimension, which means that 
roles are more fluid between males and females. Canada rated high on the 
masculine dimension compared with many Northern European organisational 
practices. 
• Long-Term vs, Short-Term in life, was discovered by Bond using the Chinese 
value survey. The Long-Tenn orientation having the following values:-
persistence; ordering relationships by status and observing this order; thrift 
(preservation); and having sense of shame. The Short-Term orientation have the 
following values:-personal steadiness and stability; protecting your 
"face"(protecting one's owner); respect of tradition; and reciprocating of 
greetings, favours and gifts. 
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The data was collected using questionnaires designed at IBM. The questions had 
been composed from an in-depth interviews with employees in ten countries and 
from suggestions from frequent travellers in the international headquarters' staff, 
who reported on value differences they noticed among IBM subsidiaries [125]. 
These same questions are the ones used to design the questionnaire used in this 
work, in Zimbabwe. The IBM, four dimensional model of national culture 
differences does not show the ultimate truth about the subject, but it has been used 
to guide other researchers in the area [125]. 
In this work Hofstede's work is being used to compare Zimbabwe's national 
culture with the national cultures of industrialised countries. Although the samples 
used in Zimbabwe are not similarly controlled as in Hofstede's work the results 
gives us a general picture of the national culture of Zimbabwe as the data was 
collected from different organisations in different regions of Zimbabwe. Hofstede's 
data was collected from the same organisation and the same sample in each 
country. Whereas this work's data was collected from different organisations, in 
different regions of the country, and varying samples from each organisation. 
Individualism-collectivism appears to be the most useful of the four dimensions. 
Professor Ting-Toomey (and her colleagues), Michael Bond, Harry Triandis, and 
Geert Hofstede [100] consistently found that the individualistic and collectivistic 
dimension teaches the most about differences between cultures, particularly 
between East Asian and Western cultures [259], as there is no particular research as 
far as the author is aware that was done testing or comparing African cultures with 
cultures from an other part of the world in terms of management practices. 
Individualism and collectivism is connected with the concept of identity, i.e., How 
do we see our sense of self? Individualistic cultures emphasise the "I" (iniY identity 
1 ini meaning 'T' in shana 
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and collectivistic cultures emphasise the "we" identity, which is a fundamental 
difference between western and eastern cultures [178]. Zimbabwean languages 
emphasise the "we"Cisu)2 identity, and also "you"(iwe, imi)3 which has different 
emphasise as it is used differently in respect to age and relationships. There are 
some similarities with countries in Asia in that sense. The relational and 
communication patterns of this dimension are discussed below: 
Relational patterns in the communication process in individualistic cultures focuses 
on inter-individual levels, while collective cultures focus on the group base 
(whether you are in-group, one of us; or out-group, one of them). However, 
Individualism and collectivism are not a polarised dimension: cultures function on 
a continuum. For instance, within the US or Canada, there are pockets of 
individualistic ethnic communities and pockets of collectivistic ethnic 
communities. So when discussing the individualistic versus collectivistic 
dimension, we are talking about patterns or value orientations within a country, in 
which there may be many variations. Pointing out the patterns and understanding 
them is a first step in leaming to respect the differences. 
Comrnunication patterns, in individualistic cultures, tend to be verbally direct: they 
value communication openness, learn to self disclose, like to be clear, straight 
forward, and contribute to a positive management climate. Whereas in collectivistic 
group-oriented cultures, indirect communication is preferred because the image of 
group harmony is essential for what is sometimes referred to as "face saving". In 
western cultures, talking is very therapeutic; in Asian cultures, there is an emphasis 
on observing and reflecting about the process. It is rare in Asian cultures to have 
open conflict, because it appears to disrupt group harmony and one loses face or 
dignity by being seen to be causing trouble. 
2 isu meaning "we" in shona 
31we(you) only used when reforring to afriend and younger person to you. "Imi" used when 
referring to many people, or to elders including elder brothers and sisters, or strangers 
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Besides the four dimensions above which Hofstede suggested in culture 
consequences on intemational differences in work related values [41] and the fifth 
one discovered by Bond, Hofstede then further suggested some six dimensions [42] 
which are specifically related to organisational culture as shown in the Table 4.1. 
From the summarised literature review of culture the author noticed that Hofstede's 
work is the most detailed in terms of comparing work related values and attitudes at 
international level. Although some countries are not well represented in his work, 
he opens some way of comparing cultures of different countries. This work centres 
on Hofstede's work because we are looking at culture's (national culture) influence 
on organisational culture and we are using Hofstede's findings in Tables 3.1, 4.1, 
5.1, and 6.1 [41] to find Zimbabwe's position in comparison with other countries 
in these tables for each cultural dimension discussed above. Let me be clear here 
that we are not replicating his work, but only using it to compare Zimbabwe's 
cultural indexed dimensions with his results. The method used in this work to 
calculate the cultural dimension indexes for Zimbabwe is found in Hofstede's work 
[41], but the factors (factor score for mv and the social ego factor for MAS) may 
be negligibly different, as it was not very clear from Hofstede's calculations how 
the factors were calculated. 
The other dimensions Hofstede suggested for organisational culture shown in table 
4.1 were also considered in terms of Zimbabwe's situation. 
4.3 The Relationship between Culture and Industrial Organisation in 
Zimbabwe 
While the world has recognised the importance of culture in industrial 
organisations, organisations in Zimbabwe are far from recognising the importance 
of culture or the environment their organisations are located in. Many industrial 
organisations which relocated to Zimbabwe before independence were creating 
small havens representing their own culture ignoring the national culture of their 
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major customers and their supposedly most valuable assets" the employees". The 
parent companies only used them for extracting raw material at a cheaper rate. The 
top management in most cases as noted by Kaplinsky [51,207] are opposed to 
human resources development, middle managers are untrained [51], and the 
restructuring programs were forced from the parent organisations which are 
globalising their operations. The top of the hierarchy of most industrial 
organisations is expatriate. These people have no interest in the development of 
human resources in Zimbabwe. Most Human Resource Departments are poorly 
funded and have poor recruitment procedures and policies. 
Table 4.1 Hofstede's Key Dimensions of Organisational Culture 
Dimension Characteristics vs. Dimension Characteristics 
Process- Concerned with the Result- Concerned with the 
oriented way things are done oriented outcomes of decisions 
Job- Concerned with Employee- Concerned with the 
oriented getting the job done oriented well-being of 
employees 
Parochial Employees derive Professiona Employees derive 
identify from the I identity from the type 
organisation of work done 
Closed Unwillingness to Open Willingness to quickly 
system quickly accept new system accept new members of 
members of the the work unit 
work unit. 
Tight Formal policies and Loose Informality and lack of 
control rules, and close control bureaucratic procedures 
control oftime and 
money. 
Normative Follow rules and Pragmatic Attention given to 
procedures to the practicality and results, 
letter. even if rules or 
procedures are violated 
Training programs adapted from the parent organisations are rarely put into 
practice. The only training the employees get is the government funded training 
(apprenticeships) before joining the organisation and the induction program when 
joining any new company. Thereafter, some managers see training as a waste of 
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money and resources. For example at AUTOC04 the Personnel Manager argued 
that literacy would be of no value to the organisation (AUTOCO) and that it was 
significant that AUTO CO did not offer literacy course or any other form of training 
itself [51,207]. There are other examples ofthis type of mentality prevalent through 
out industrial organisations in Zimbabwe where workers are treated as non valuable 
assets, which do not need upgrading from time to time, especially in private 
organisations. Public enterprises have more positive attitudes towards the workers 
as compared to private companies. For example at ZISCO', where the author 
worked for a year, there are training programs for different levels of employees and 
there is a training centre dedicated to provide training to all ZISCO employees. 
This is something that you rarely find in private organisations besides a few large 
multinational organisations like Delta, Anglo-American and Londro. 
The six companies investigated by Kaplinsky and Posthuma [51,207] and the other 
companies they visited, three common weaknesses were observed: lack of 
managerial depth ; lack of technical depth and the presence of untrained middle 
management. 
At OFCO' there were some noticeable enhancement to corporate effectiveness 
resulting from changes in plant layout, reduction in lot-size, introduction of the 
Kanban system, and the reorganisation of work with no extra equipment required. 
The primary changes were in alteration to behaviour and attitudes. But at the same 
company it was shown that there are very poor level of training and development of 
human resources. As reflected with the data presented in Table 4.2 
'AUTCO a company in Zimbabwe wholly owned by a British company which specialise in 
automotive components production. 
'ZISCO Zimbabwe Iron and Steel Company 
'OFCO is a subsidiary of aUK trans.-national corporation 
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Table 4.2 Comparison of level of education, years of employment and training at 
OFCO 
Number of Years of Years at Number of 
workers Education OF CO Additional 
(average) (average courses 
1 Total Workforce 25 6.5 14.3 0.4 
2 Permanent 20 5.5 17.4 0.3 
3 Casual 5 10.6 2.3 0.8 
" " Deta/ls m thIs table were taken/ram Kaplmsky with Patshuma EastermsatlOn [51J 
At another company they called AUTCO they found a management which saw no 
benefits in educating its workforce [51]. Management in most industrial 
organisation in Zimbabwe deliberately fail their organisations by refusing to invest 
in human resources development. This lax attitude by management was fostered by 
low levels of competition found in Zimbabwean industries in general. The driving 
force behind most of the reorganisation taking place in most industries in 
Zimbabwe is external. Coming from the parent company as part ofthe globalisation 
process, but managers in Zimbabwe appear to "disown" the globalisation process 
[207]. 
The following section assesses the national culture of Zimbabwe and relates it to 
the literature survey on culture. 
4.4 Cultural Assessment Of Zimbabwe 
Culture is the currently recognised philosophical beliefs and working methods of an 
organisation (or society) and the people employed in it which determine its reaction 
to a given set of circumstances [45,51] 
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4.4.1 The National Culture Of Zimbabwe 
In Africa national borders correspond more to the logic of the colonial powers than 
to the cultural dividing lines of the local population. Therefore nations should not 
be equated to societies. Societies are organically developed forms of social 
organisations and the concept of common culture may apply more to societies than 
to the nation. Hence in Zimbabwe, just like any other African country, the term 
national culture refers to the dominating culture. In Zimbabwe shona speaking 
people are dominating and national culture in this case refer to Shona culture. 
Zimbabwe, before the colonial period extended between the Limpopo river and the 
Zambezi river stretching from the Atlantic Ocean to the Indian Ocean. Therefore 
Zimbabwean like societies are spread all over Southern Africa (North of Namibia, 
Botswana Southern Angola, and Mozambique and South Africa. To define the 
national culture of Zimbabwe we would need to define the common culture of 
Southern Africa. In Zimbabwe, culture may only be defined in terms of regional 
ethnic and tribes (societies), and languages spoken. 
Zimbabwe's population is predominately composed of the shona speaking people, 
who on the other hand are made up of about 15 dialects: Karangas, Zezuru, 
Korekore etc .. , and the Ndebele speaking people. The other minorities are of 
European and Asian origin and a few from other African countries. 
The national culture is therefore predominantly influenced by Shona speaking, 
whose languages were joined into what is now taught in schools as standard shona. 
Almost 95% or more of the population read and write as well as speak standard 
Shona. The other taught and spoken languages are Ndebele and English languages. 
These three are the official languages of Zimbabwe, with English mainly used for 
educational, official and international purposes. 
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It is difficult to define some notable cultural characteristics of Zimbabwe, because 
of the composition of the population as mentioned above without going back to 
individual subcultures. Therefore in this section we will look at the shona speaking 
peoples' culture, which is the dominant culture of Zimbabwe. From now on 
through out the work the shona culture shall be referred to as the national culture of 
Zimbabwe. 
The components of national culture are the prevalent value system that parents 
within a culture transfer to their children as well as the society at large. The 
influence of the farnily and the society at large develop a cultured individual who 
will react to situations the best way the individual knows how from the experience 
learned from the parents and the society. In order to understand a nation's culture 
one has to study the architecture and observable behaviour, slogans and logos, at a 
surface level. At a subsurface level, values that are shared by the members as 
reflected in symbols, rituals and language. Finally there are hidden assumptions 
that are hard even for members to explain without focused inquiry. 
Culture define organisational realities that are hard to define but relevant to the 
running of any organisation. Hence to understand a culture of an organisation 
researchers have to spend long periods with the organisation to find out exactly 
what goes on, besides what manager and the related personnel assume. Cultural 
studies make comparisons between organisations more meaningful. Organisations 
embedded within a host's culture (national culture) can still have their own culture, 
however it should take some features of the host's national culture and discard 
some of its old cultural components in order to match the new environment and the 
organisation. 
In an effort to find the degree of appropriateness of new forms of manufacturing 
and business organisation, namely: 
• Holonic and Bionic manufacturing; 
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• Agile and virtual manufacturing; 
• and Network business structures 
in Zimbabwe, we need to do a national culture diagnosis of the country. Then 
compare it with the national cultures of the countries where these new fonus of 
manufacturing and business organisation originated. 
4.4.2 An Overview Of Child Development In A Zimbabwean Society 
Before we can analyse the collected data, we need to understand the process of 
mind programming [42] of a Zimbabwean child, until the child is given adulthood 
status and how this will influence his adulthood. In his book, "Growing Up in 
Shona Society", Michael Gelfand [89] noted that whilst Europe is rich in material 
culture, Africa seems to be wealthy in its moral and spiritual living, for its people 
believe in a way of life that can provide the individual with peace. 
This reflect that African culture is based on friendliness and respect for those 
around oneself. This include the environment and its contents. Brothers and sisters 
are ranked according to age, and they are supposed and expected to show friendship 
and loyalty towards each other [89,90]. Hence the relationship between brother and 
sister depends on the position of each within the family. Even for an unrelated 
person, tenus, such as uncle and aunt are adopt to express a friendly peaceful 
relationship and loyalty. Although the degree of loyalty may be lower than that 
between brothers and sisters. 
In a traditional shona society, good relations with the neighbourhood require 
generosity and liberal hospitality, and refusal to help another man is equated with 
wishing him and his family dead [89]. The upbringing of a child is the 
responsibility of the whole society, although the parents and grandparents have 
more responsibility, as well as the elder brothers and sisters. A child has to learn to 
live in harmony as a unit in a brotherhood, not only within its family but 
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incorporating the whole clan. The child is taught the importance and values of the 
family and learns all the ramifications of family structures. 
In summary a Zimbabwean Child by the age between 12 years and 20 years, 
besides the formal education, helshe is programmed by the society and has the 
following characteristics:-
• correct use oflanguage, etiquette, manners and behaviour 
• Knows symbols, proverbs, puzzles, taboos songs and games, which all 
complement the traditional programming 
• Knows family relationships and structures, and correct behaviour as 
required by the environment 
• knows how to respect others according to their age, and what 
consideration to accord to relative, friends and strangers 
• Knows the importance of family unit and that a man does not live for 
himself ,but for the group. 
• Knows the greatness of brotherhood in which sharing of the essentials of 
life with others is a basic requirement. And that humility is one of the 
greatest virtues of man. 
• Respects the social and moral code of the people and live at peace with 
them 
In all, helor she is trustworthy, truthful, humble and sharing, and is able to lead by 
example and help in the programming of those of younger age. The next section 
looks at the implication of the upbringing of a Zimbabwean child to organisational 
culture. 
From the available literature on Zimbabwe's national culture ( shona culture) 
[89,90] we notice that age plays a major role in defining one's status or position in 
a hierarchy (family and clan structures). The information flow is top down and vice 
versa, just like in traditional mechanistic form of management. The other factors 
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that define or compliment one's position is the historical role your family played in 
the survival of its members, wealth, etc. However this is as important as the age 
factor. 
According to the difference between masculinity and femininity in Hofstede [41 J 
Zimbabwe in general is more faminine as was shown by Gelfand Michael [89], in 
his book "Growing Up in Shona Society", but this may not be true for individual 
organisations, especially private organisations. 
From the masculinity [40,41,42J point of view the Zimbabwean culture is a male 
dominated one, and children in Zimbabwe are programmed to believe that men are 
always above women. The domination of men in this culture is seen in all areas, but 
this does not reflect some hard policies as Hofstede defined this dimension. It is 
only that, as in many countries females historically were considered to be weaker 
than men. 
In industrial organisations, because of the marginalisation of females, they are 
mainly found to be secretaries. Their population in manufacturing is less than 1 % 
in areas like garment making and foodstuff packaging [38,74J. If we look at areas 
in which women specialise in the institutions of higher leaming, we find that there 
are 0.01 % in the Engineering profession and non of these are in mechanical 
engineering and mining. From the definition of Hofstede [40,41] and Payne [70], at 
national level Zimbabwe is more of a feminine culture, because all policies are 
geared towards the caring of society and the degree of assertiveness is very relaxed. 
Predominately industrial and non-industrial organisations are shaped around the 
mechanistic form of organisation. Western manufacturing practices are the most 
dominating in the LICs, due to the strong presence of the European and USA 
companies; in the case of Zimbabwe: British and USA companies followed by the 
Germans. Although industrial culture in these countries have been changing, their 
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enterprises in the LICs actually remained at almost stand still. This is attributed to a 
number of reasons which are more political and historical in nature, and the cheap 
labour and resources. 
Industrial culture of Zimbabwe is based on uncertainty avoidance: rules , 
regulations and procedures dominate the culture. As was realised by Posthuma 
[48],51% of the work force in one company had only primary education and had 
stayed with the company for an average of about 20 years, and 49% had secondary 
education and had stayed with the company for an average period ranging from 
about 4 to 15 years. This standard of workers includes in most cases managers and 
even the owners. So in this situation organisations are forced to use the mechanistic 
form which I think is most suitable for this standard of workers. 
Some high uncertainty avoidance characteristics found by Hofstede [40,41,42] for 
occupations which the incumbents are older, less educated and male, are a common 
feature in most established and stable organisations, public and private 
organisations. In such organisations, although the companies may be multi-national 
or parastatal, culturally their employment strategy follows the colonial attitudes of 
choosing employees who will be like servants to the company, doing only what 
they are told. 
There is a boss knows everything culture. But while Posthuma [48], noted that in 
company F (see Posthuma's work) all the 51 workers were up to upper secondary 
which is six years of secondary education, she missed the fact that culturally the 
bosses themselves do not value education but value hands on training which they 
claim to provide, yet in real terms as she rightly noted most of them do not have 
any training programmes or budgets within their management strategies. The 1993-
1994 statistics on engineers employment of 350 graduates, more than 35% could 
not get jobs in Zimbabwe. Companies in Zimbabwe chose to employ the lower 
educated, because of a number of reasons: 
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1. Most companies are family owned and the owners are not highly educated, 
therefore it is almost in the company's policy not to employ anyone more 
educated than the owner. 
2. There is a tendency of promoting artisans (qualification attained after 
completing four years of secondary education) to engineer's status and then to 
management status just because of hands on experience, without any further 
training. It is a world of frustration to work under such a management team, 
which do not value a degree qualification. 
3. There was a sort of heritage employment policy passed on from generation to 
generation both in private and public organisations. Whereby one would only be 
employed if his father or any relative was employed there, and had 
recommended himJher. This meant that in most of these organisations 
employees were from known families. 
In one organisation, which I shall call ZIM, a security guard was promoted to a 
personnel manager position. He arranged a waiting list for the children of the 
company's employees, as candidates for future employment and training, when 
they complete their secondary education. ZIM is a company that has extracts its 
raw materials (mining section) and use them for manufacturing end products 
(manufacturing section). It is one of those companies in Zimbabwe which is wholly 
Zimbabwean, although it used to be a subsidiary of a British company before UD! 
period. 
Until the end of the 80s in this company now a parastatal (State owned), only 
professionals were employed from outside the families. All lowly paid workers 
with O-levels or less were employed from the same families. The company 
controlled its workers like farm labours and without outside sanctions, they could 
do anything. At Christmas every family received some presents from the MD, 
although in actual fact it was the company policy to appease its labour force. All 
workers lived in a company compound free, crowded in hostels sharing most of the 
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facilities like toilets water and bathrooms. Professionals lived in their own 
compound, in superior housing partly paid for by the company. These would 
receive salary increments and bonuses while workers got presents. The advantages 
of this culture were, that the company had reserves of employees at no expense. 
On personnel discipline: the company used the elders to control their offspring, 
thus taking advantage of a traditional culture; avoided union actions as families 
could not risk losing jobs; the company had a work force without imagination 
which only did what the managers commanded. Therefore the company had no 
problems in policy change, as long as they maintained their appeasement policy. 
The disadvantages are as follows: 
• Personnel discipline is not in management's control; any action taken by 
management to discipline anyone had to go through the elders as mentioned 
above. 
• There was a family first, company second policy within the workers. 
• The organisation ended up with poor workers, with no initiative of their own. 
• Workers control management using threats or passive participation. 
In one situation noted, the same workers in a mechanical workshop could double 
their five day week's output on Saturday and Sunday when on over-time with 
double remuneration. 
Up to 1983/4 the ZIM company operated its policy, but the political changes which 
had taken place from 1979 started getting through because the government bought 
almost 90% of the company shares and eroded the company's culture. Managing 
directors were changed and company policies and strategies also changed, so the 
appeasement policies changed and the waiting list removed and those who had 
stayed with the company for decades retrenched, destroying a culture which had 
been in operation for as long as many remembered. The result was unrest, strikes 
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and poor production, such that today MDs (Zimbabwean, German, and British) 
have come and gone leaving the company at its knees. It does not mean that those 
who failed to run this company were non-professional, but they failed to reform the 
work-force thus to reculture the work-force. They faced resistance from every level 
of the company structure because they were ignorant of the culture operational in 
this organisation. 
In family owned companies or organisations co-operative growth and effective 
management are constrained by the reluctance of the family to devolve 
responsibilities to professionally trained outsiders. In such firms the culture 
followed by workers depends on the origin of the owners. If European, a European 
industrial culture is followed and so on. Organisationally, family owned firms or 
companies are run by members of that family regardless of their poor educational 
qualification. The degree of uncertainty avoidance in such companies is likely to be 
higher than indicated by Hofstede [37] and this syndrome of change sweeping the 
whole world is likely to meet a higher degree of resistance, not from the workers 
but the owner managers. 
There are a number of examples in Zimbabwe, in which companies have gone to 
their knees because of failure to change and frustration caused by failure. 
Professionals lured by remuneration packages, as was noted in a number of local 
daily news papers in Zimbabwe (The Herald a daily paper, Financial 
Gazette)[242,246] are now changing companies. 
4.5 Worker-Boss Relationship 
As in all autocratic based organisation the relationship between employers and 
employees is vertical and official, and is inscribed in the book of regulation and 
procedures. Because of historical reasons in Zimbabwe there are written regulations 
and the master-slave culture of apartheid. In companies like F in Posthuma [45], 
such a composition of employees is more likely to be working in a slave-master 
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culture and changing such an organisation would need to be started from the top 
and done by a step by step process. In such a relationship workers do not 
contribute, they wait and do, and as commanded, and only under supervision. 
Workers are not part of the organisation they are spectators, without an effect to the 
outcome of the results/products. 
4.6 The Implication To Organisation Culture 
The major population of employable age 18-20 years, has the above culture as their 
base before they embark on an kind of training. It is all up to the organisations 
employing them to compliment this and use these characteristics positively. 
4.7 Concluding Views 
Whilst there are a number factors that determines the success of implementing the 
new manufacturing systems in Zimbabwe and elsewhere in the world in this 
research we are concentrating on the influence of national culture on organisational 
culture. From the literature available to the author, a number of researchers do 
agree that national culture has some influence on organisational culture and others 
doubt it [5158]. 
Hofstede's work [41,42] is the closest work that connected the national culture to 
organisational culture through the four dimensional model he suggested. In his 
other work [125] on organisational culture he suggested a six dimensional model 
for organisational culture. He did not show the relationship between the two 
models. It is the author's opinion that there could be some relationship between the 
two models and if that relationship could be proved then one will be able to find the 
"some sort of' relationship between the two cultures and how organisational 
culture is influenced by the national culture. 
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Chapters two, three and four have been setting the scene for the research by 
providing literature survey on LI Cs, new folUls of manufacturing organisation and 
culture as a detelUlinant of success of the new folUls of manufacturing organisation 
in Zimbabwe and other LICs. 
The next part of this research covers questionnaire design and data collection, 
chapter 5, which is then used in chapter six to analyse the national culture of 
Zimbabwe in telUls of Hofstede's [41] four dimensional model. The results are then 
compared with Hofstede's results. The work went a step further to use the same 
data to analyse the organisational culture of industrial organisations in Zimbabwe, 
using Hofstede's [42,125] six dimensional model. The two models are then 
compared and their relationship discussed. 
105 
Chapter 4 The determinants of Success of New Manufacturing 
Systems in LICs and Zimbabwe 
4.8 Chapter Four Summary 
This chapter presents to the reader a literature review on culture in general and its 
importance as a determinant of successful implementation of the new forms of 
manufacturing systems organisation. 
The chapter contains sections on dimensional models of national culture and 
organisational culture as suggested by Hofttede [41,42,125]. There is a section on 
the Shona culture, which is the dominant sub-culture in Zimbabwe. The shona 
culture will be referred to as the national culture of Zimbabwe throughout this 
research. 
From the literature available on industrial organisations in Zimbabwe, and my 
experience after having worked in Zimbabwe for a number of years, there is a 
Command and control attitude in most organisations, be it private company or a 
public company that attitude of "1 am the Boss" is very prevalent. 
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Chapter Five 
The Research Methodology 
5.0 Introduction 
The purpose of this chapter is to explain the research undertaken and the approach taken 
towards conducting this research. The chapter is divided into five main sections. The 
first section explains the research methodology and outlines the stages undertaken. The 
second section focuses on the questionnaire design and its justification. The third 
section discusses interview questions and their purpose. Section four discusses the 
sample, explaining how it was chosen and discussing the possible limitations of using a 
small sample. Section five discusses the methods used to analyse the data collected. 
5.1 The Research Methodology 
In most publications on organisational research related topics [41, 51,194,270], there are 
two main research methods used by researchers. The first is where the researcher is 
actively involved in planning and introducing some changes to policy, using their 
research expertise to monitor and evaluate its effect (evaluative research) [271]. The 
second type of research is where the researcher aims to be detached and not to affect or 
interfere with what is being studied [194,197,270,271]. It was decided to use the second 
type of research, the non-interference type of research, in which data was collected from 
a number of manufacturing organisations and analysed. According to Frankfort-
Nachmias C and D [194,270] the research mentioned above is generally made up of 
seven principal types of activities, each being regarded as a stage in the research 
process: Problem, Hypothesis, Research design, Measurement, Data collection, Data 
analysis, and Empirical generalisation [194, 270]. 
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5.1.1 The Research Problem 
The research undertaken was to investigate the influence of national culture on the 
implementation of modem manufacturing systems and business organisation concepts 
in Zimbabwe and in other less Industrialised countries. It also looked at the relationship 
between national culture and organisation culture in Zimbabwe. The research proposal 
and objectives are discussed in Chapter one. 
5.1.2 The hypothesis 
1 New forms of manufacturing organisation are appropriate for Zimbabwe. 
2 National culture is influential in the design and approach to the business organisation 
in Zimbabwe. 
3 An organisational culture is significantly influenced by national culture 
5.1.3 Research Design 
Research design relates to where the research will be investigated, what types of 
investigation will be used, what samples are used, and at what level the data will be 
collected and analysed. 
Naclunias C and D. [194, 270] defined research design as: " ... the program that guides 
the investigator in the process of collecting, analysing, and interpreting. It is a logical 
model of proof that allows the researcher to draw inferences concerning casual relations 
among variables under investigation. The research design also defines the domain of 
generalizability, that is, whether the obtained interpretations can be generalised to a 
larger population or different situations." Figure 5.1 shows the research design 
developed for this project. 
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Research Progression 
Figure 5.1 Research Design 
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5.2 The Approach Taken 
The approach followed in doing this research was a combination of qualitative and 
quantitative methods[194,271, 272]. The first stage was to make a proposal and define 
objectives as discussed in chapter one. The second stage, a number of hypotheses were 
suggested in line with the proposal and objectives. The third stage was the choice of the 
method of collecting data, which according to Stopher and Meybburg [273] is dictated 
by the type of information required. From the review of the literature available on 
research methodologies [73,194,270,271, 272] it was decided to use a self-administered 
questionnaire based method for data collection [271,272] and some interview and 
industrial visits. 
The major disadvantages in the use of questionnaires in general are that the reliability 
and validity of data collected depends upon respondents' memories and forthrightness 
and the questionnaires can only be used when respondents are available and willing to 
participate as research subjects. 
The use of self-administered mail questionnaire was chosen for a number of reasons, 
which include the following: 
• It is lower in cost and relatively easier to manage by one researcher. This limited the 
number of questionnaires distributed, as there was no way for the researcher monitor 
the responses from the UK and change strategy to improve number of returned 
questionnaires. 
• The distance between Zimbabwe (field work location) and UK (location of the 
researcher) made it impossible to use other methods like personal interviews and 
telephone interviews. 
• The time limit from the sponsors and the author's employers and other factors like 
end of study leave were beyond the researcher's control. Had more time been 
allocated to fieldwork the researcher could have more questionnaires distributed and 
collected. This could have improved the amount of data collected. The researcher 
could have been able to design a second questionnaire to measure and calculate 
organisational culture dimensions in Zimbabwe, instead of using the national culture 
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data to calculate organisational culture re-interpreted according to the author's 
personal views and opinions (see Chapter 6, section 6.4). 
• Fieldwork limit to only two months also dictated the self-administered questionnaire 
method viable for data collection compated to other methods mentioned above. 
5.3 Field Work and Interviews 
The fieldwork was used by the author to visit a number of manufacturing organisation 
in and around Bulawayo and Hatare in Zimbabwe to facilitate the distribution and 
collection of the questionnaires at the same time familiatising himself with the working 
conditions, products manufactured, level of technological advancement, manufacturing 
processes commonly in use, organisation structures commonly used and the 
relationships among the employees and employers in the visited companies. 
The author, to enable him to understand the environment the respondents work and the 
relationship between employers and employees conducted some interviews, which were 
informal. The authorneeded to understand what Kaplinsky [51), called a " ... a legacy of 
tension between a predominantly white management and a predominantly black labour 
force, but also launched the independent economy with an unusually diversified 
manufacturing structure." The legacy is true to some extend, but the author found that in 
general the employees and employers in Zimbabwe mistrust each other. They are like 
two warring parts when it comes to salary and working condition negotiations. Most the 
negotiations end in strikes, a culture that has become common during June and July, end 
of financial years of most companies in the country. 
5.3.1 The Self-Administered Questionnaire 
The questionnaire used in this work was adapted from Hofestede's work [41] after 
reviewing a number of culturally related surveys, see section 5.3.2 of this chapter. IBM 
designed the questions in the questionnaire suggested by Hofstede, see section 5.4 of 
this chapter. 
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The self- administered questionnaire [270] can be used with or without the researcher's 
presence, hence it was decided to use the mailed questionnaires, although most of them 
were distributed by the author and through a network of contacts in manufacturing 
organisations which took part in this research. The contacts only helped in facilitating 
the distribution and collection of questionnaires in their organisations. 
The advantage of using self-administered mail questionnaire is that there is no need to 
train and supervise interviewers who must then locate and interview the subjects. This 
substantially reduces the time and money spent on data collection. All subjects can be 
sent the questionnaires and instruments to fill out on the same day to their different 
locations. In this research the author distributed the questionnaires direct to the 
organisations taking part and the questionnaires were then distributed to individual 
participants within that organisation from a collection point (a representative or the 
author's contact) within the organisation. 
The disadvantage of using self-administered mail questionnaires is the low and 
differential response rate and lack of control. Uninterested persons fail to return 
questionnaires, although in this case the respondents were only required to complete and 
return the questionnaires within their organisations some took months to return them 
and others are still coming a year after there were distributed. 
The questions in our adapted Hofstede's questionnaire are closed-ended [271] questions 
containing lists of possible answers from which the respondent selects the answer that 
best represent or describes his or her view of the situation. 
5.3.2 The Adapted Questionnaire 
In this section the construction of an adapted questionnaire used to collect data used to 
calculate the national culture dimensions from a number of manufacturing organisations 
in Zimbabwe is discussed. As mentioned in chapter three most of the new 
manufacturing systems require more cultural change than they require technological 
advancement to be successful. In order to implement cultural change it is important to 
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understand the present culture, only then can the culture be re-modelled. With this in 
mind it was decided that a cultural diagnosis of Zimbabwe be performed. 
After reviewing a number of culturally related surveys [26,27,97,138,187], Hofstede's 
work [41,42,125] was chosen, because it more or less represents a world-wide survey of 
the work value related cultures. As far as the author is aware, there is no particular 
literature on the influence of culture on manufacturing organisations in Zimbabwe and 
other LICs. Therefore Hofstede's questionnaire [41], which he recommended for future 
cross-cultural survey studies, was judged to be suitable with some modifications 
[41,42,181,190]. The modifications included increasing the number of questions from 
thirty three to forty making sure that all the questions used in Hofstede's mathematical 
expressions for calculating national dimension indexes were included. Meaning that the 
author made sure all the questions used by Hofstede in his analysis and calculations 
were included in the questionnaire used in Zimbabwe. 
The questionnaire used is the research used five types of managers in place of four as 
suggested by Hofstede. The fifth type of manager was seen by the author as being more 
democratic that the fourth type of manager. 
Questions 26 to 30 were included to measure the level at which individuals themselves 
are democratic and require the organisation to get involved in their social welfare 
(Individualism! Collectivism and Masculinity/ Femininity indexes), see Tables 6.7 and 
6.8. 
Question 33 and 34 were included to find out what level managers helped their 
employees and the level of fear of managers by employees in Zimbabwe. These 
questions were added to help the author interpretation of the results. All the other 
questions are in the recommended questionnaire by Hofstede. 
In this particular work, the theme is the influence of Zimbabwe's national culture on 
new forms of manufacturing and business organisation and design in Zimbabwe. 
Therefore the interpretation of the results from the questionnaire are more related to the 
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theme of this work. The questionnaire was used to collect data on work-related values 
and attitudes found in manufacturing organisations located in different regions 
(provinces) of Zimbabwe. 
In the process Hofstede's cultural related dimensions (power distance index, uncertainty 
avoidance index individualism index and masculinity/ femininity index [41.42]) are 
calculated for Zimbabwe and these are used to find Zimbabwe's position in respective 
tables of Hofstede's results. 
5.4 The Questionnaire Design 
The questionnaires used over different years by Hofstede, (1977, 1984, and 1991) were 
combined into one long questionnaire and sent to a number of Zimbabwean students 
studying at Loughborough University. A copy of this questionnaire was posted to 
Zimnet @AjricaOline.com, an Internet page for Zimbabwean students studying all over 
the World. The aim was to get information to include or remove when modifying this 
questionnaire for use in a Zimbabwean environment. The advantages and disadvantages 
of the method used to adapt (design) the questionnaire used in this research are tabulated 
in Table 5.1 below 
Table 5.1. The advantages and disadvantages of the method used to adapt (design) the 
questionnaire. 
Advantages Disadvantages 
1 Students Loughborough were easy to access Compiled questionnaire was too long 
and discuss the questionnaire 
2 Discussion with the student led to the The subjects (students) used to test 
shortening of the questionnaire and to know the questionnaire were more 
the expected answers from some educated compared to the majority of 
respondents in Zimbabwe. the actual people who were going to 
complete the questionnaire in 
Zimbabwe 
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The advantages and disadvantages of using Hofstede's questionnaire are listed in Table 
5.2 
Table 5.2 The advantages and disadvantages of using Hofstede's questionnaire. 
Advantages Disadvantages 
1. Questions were tested and tried by Questions were too English for those 
IBM and were used to measure values. who use English as their second 
language 
2. The questionnaire reduced the time Questionnaire only designed to measure 
and cost of the research work national culture, not organisational 
culture. 
3. Made it easier to compare Zimbabwe's Limited the research to Hofstede's work. 
national culture with Hofstede's results 
Hofstede used an existing database from IBM covering matched populations of 
employees in national subsidiaries in sixty-four countries. The data consisted of answers 
to questionnaires about employee values and perceptions of work situation. The 
questions in the IBM surveys had been composed from initial in-depth interviews with 
employees in ten countries and from suggestions made by frequent travellers in the 
international headquarters' staff who reported on value differences they encountered and 
noticed in the IBM subsidiaries world-wide[41,42]. From these questions Hofstede 
recommended a shorter questionnaire for future researchers in this area. The 
questionnaire used in this work is based on Hofstede' s proposed questionnaire [4 J, 
appendix 4]. 
Using the suggestions and the responses from Zimbabwean students, a short (but larger 
than Hofstede's recommended questionnaire of 33 questions) questionnaire of forty 
questions was composed for use in Zimbabwe. An inclusive questionnaire, meaning a 
universal questionnaire targeting almost all types of manufacturing organisations in 
Zimbabwe and all levels of organisational structures (from cleaner to managers of 
managers' level). 
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In redesigning Hofstede's questionnaire (1980), the Zimbabwean students were asked to 
complete it and comment on its applicability in Zimbabwe's manufacturing 
organisations. The author then discussed the result with Zimbabwean students at 
Loughborough University, in order to ascertain the difficulties they encountered. Some 
questions were said to be ambiguous in that the questions were open to interpretations, 
rather than having the same meaning to all respondents; questionnaire too long (this had 
been done deliberately); some questions repeated, or at least had the same meaning. 
From their comments a modified version of Hofstede's recommended questionnaire for 
future Cross-cultural Survey was produced for Zimbabwe, all necessary questions used 
in Hofstede's calculations were included. 
The modifications are very minor, mostly in terms of language and the number of 
questions were increased from 33 to 40. Questions 26 to 30 and Questions 33 and 34 
were not in the recommended questionnaire, but were used in the IBM survey and 
Hofstede used them in his calculations, therefore as we were going to use his formulas 
and results to compare with our results there was need to include all questions used in 
Hofstede's calculations. In questions 19 and 20, five types of managers in place of four 
as recommended were used, because manager five was seen to be different to other 
types of managers and a type of manager most employees would prefer in their 
organisations who is able to make decisions when necessary or when a it is impossible 
to obtain consensus among the employees. The other question included is question 
number 38, which asked respondents the length of time they had been with the 
organisation, this question was used to see if the respondents had real knowledge about 
their organisations and had work for a number of years for that company. 
5.5 The Samples 
The Questionnaire was used to collect data that was used to analyse the national culture 
of Zimbabwe and organisational culture dimensions. The samples in general were from 
industrial organisations in Zimbabwe, with special emphasis on manufacturing 
organisations. The Questionnaires were distributed to members of a number of 
manufacturing organisations in Zimbabwe. Within each organisation the questionnaires 
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were distributed to representatives of all levels of the organisational structure, from the 
lowest level to the highest possible position. Hence, as can be seen from the respondents 
we got, they are managers, administrators, skilled and unskilled workers who took part. 
Questions number 35,36,37,39 and 40 are factual questions used for sampling purpose, 
as these were assumed not to influence much the national culture of a country. Years of 
fonnal education could influence one's overview of culture, in most cases the influence 
may be minor, but not negligible in a working environment. 
There was no particular level of an organisational hierarchy that was targeted in the 
sample selection. The only requirement was to distribute the questionnaires to as many 
levels of every manufacturing organisation involved as possible. Such that in the end 
data was collected from all levels of the hierarchy, from different age groups, level of 
education and from the least experienced to those with more than ten years with the 
same organisation and different positions within the hierarchy. The distribution was 
done by the author with help from members within every organisation visited. The 
author did spend two months travelling around manufacturing organisations in 
Zimbabwe to insure that people returned completed questionnaires. Of the hundreds of 
questionnaires posted only a few were returned. Of those the author distributed in 
person about 20% were returned completed. 
5.6 The Data Collection 
In view of the distance between the researcher and Zimbabwe, the only mode of data 
collection available and viable was to use postal questionnaires, replies being sent to the 
University of Zimbabwe, the author's employer, to reduce postal costs for the 
respondents as it was impossible to provide the respondents with stamped return 
envelopes to the UK. The questionnaires were sent direct to departments of research and 
development in each organisation with instructions on how to distribute them. To 
compliment and improve the return of completed questionnaires, the author went on a 
two and half months fieldwork trip to Zimbabwe. 
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The fieldwork trip was used to collect data from a number of manufacturing 
organisations in Zimbabwe. Most of the questionnaires were distributed in organisations 
in Bulawayo and Harare. These are the two major cities in Zimbabwe, Harare the capital 
city with over 95% shona speaking people and Bulawayo, second largest city, has about 
80% ndebele speaking people. Most industrial organisations found in other parts of 
Zimbabwe are represented in these two cities, see list of members of Chambers of 
Commerce in Zimbabwe( ZNCC directory). Some were distributed through the post to 
other small industrial towns and others (most of them) by the author through his 
industrial visits. The author distributed and collected the completed questionnaires. The 
data collected is shown in appendix two in its raw form and the questionnaire used is 
shown in appendix one. 
5.6.1 The Data Analysis Tools 
The structure of national cultures is different from the structures of individual 
personalities, as the questionnaire reflect. Therefore the structure of the national culture 
questionnaire should not test personalities but test national characteristics found in 
individuals. The interpretation of the modified questionnaire reflected to some extent 
some characteristics of the national culture. The values of the ratings I to 5, whose 
meanings are summarised in Table 5.1 below, according to Hofstede [41] do not have 
any meaning until they are given some meaning. The meaningful values will be 
discussed in later sections of this work. A combination of Packages: Excel, Minitab 
release 9 for windows, and SPSS for windows were be used to analyse the collected 
data. 
SPSS for windows was used to sort and summarise the raw data into tables for each 
question's responses. The Tables shows the following: value which are the ratings (I to 
5) in the questionnaire; Frequency which is the number of respondents who chose a 
particular value; Percent which is the percentage of those who chose a particular value 
of the total number of the respondents (participants). Included in the SPSS summary are 
statistical values: Mean, Standard deviation (Std dev), Variance, Range, Maximum and 
Minimum values, Sum of the values, Standard error (Std err) and missing which means 
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answers were not provided. The SPSS summarised results are shown in Appendix 3. 
The summarised results were discussed in Appendix 4 for each question. Here the 
results were shown in chart form using SPSS. 
Microsoft Excel and Minitab release 9 for Windows were used in the analysis of the 
summarised data and the drawing of histograms and tables of the results from the 
analysis. 
5.7 General Information about the Data 
Table 5.1 shows the descriptive values of numbers shown in appendix one. The other 
questions not mentioned in this table are mainly about the respondent: age, work, 
education, gender, and period of employment. 
Table 5.1 The rating'Scale and the descriptive statements they represent and the general 
information about the collected data. 
Qs 1 2 3 4 5 
1-18 of utmost of very of moderate oflittle of very little or 
importance importance importance importance no importance 
19-20 type of type of type of type of type of 
manager manager manager manager manager 
21 &33 always usually sometimes seldom never 
22-30 strongly agree undecided disagree strongly 
agree disagree 
31 very frequently sometimes seldom very seldom 
frequently 
5.8 The Scaling 
Attitude scale items are selected by a variety of methods (see Nachmias[194,270,272J), 
from all available sources and the researcher's own knowledge of the problem. Sourcing 
from literature [51] as well as a subgroup of respondents (Zimbabwean students at 
Loughborough University 1994-1996 and through the Internet to Zimbabwean students 
studying world-wide) helped in securing good responses. The author chose the most 
common format of closed-ended [271] questions containing lists of possible answers 
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from which the respondent selects the answer that best represent or describes his or her 
view of the situation, Likert-type items with five-point scale (I to 5 point scale). The 
response reflect the intensity of a particular judgement or degree of agreement as a 
percentage of the total number of respondents. The Percentages were calculated using 
SPSS for windows. Table 5.1 shows the items represented by the five-point scale. 
5.9 Concluding Remarks 
The questionnaire used in my fieldwork was designed from questions extracted from the 
IBM research by Hofstede [41]. Hofstede suggested a questionnaire for use in surveying 
attitudes and work perceptions of employees (see 41 appendix 4), in it he left some 
questions he used in calculating national cultural dimensions. In my questionnaire for 
use in Zimbabwe, I have included them as I am going to use his formulas to calculate 
the national culture dimensions of industrial organisations in Zimbabwe. 
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5.10 Chapter 5 Summary 
This chapter covers the research methodology, the research problem, research design 
and the hypothesis formulated from the research proposal. It explains the research 
undertaken and the approach used, the adaptation of Hofstede 's questionnaire, its 
composition and how the questionnaires were used. The questionnaire was developed 
from Hofstede's recommended questionnaire, which was composed of questions 
designed at the IBM global headquarters. All the questions used in the recommended 
questionnaire were included in our adapted questionnaire and we added some from the 
IBM questions used by Hofstede in his research. 
The questionnaire was targeted to a general population employed in manufacturing 
organisations in Zimbabwe. This population includes all levels of the organisational 
hierarchy. A Likert scaler 5-point scale) was used with a rating 1 to 5. Rating 3 being 
neutral or undecided in some questions, see the questionnaire in Appendix 1. 
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Chapter Six 
The Results 
6.0 Introduction 
In this chapter data collected is analysed in two parts. The first part is concerned with 
the national culture of Zimbabwe (section 6.1 to 6.3.1). The second part (section 6.4) 
of the analysis tries to use the data collected for national culture analysis, to calculate 
the organisational cultures found in Zimbabwean industrial organisations. The 
interpretation of the items used for part two analysis is based on the author's 
experience in Zimbabwe and the items used by Hofstede et al. [125] in their work on 
"Measuring Organisational Culture", shown in Table 6.9.2. 
The data collected from Zimbabwe in its raw fonn is shown in appendix 2. It was 
processed using SPSS for Windows. The data used in these results were collected 
using the questionnaire discussed in chapter five. Although the aim at the beginning 
of this research was to establish the national culture of Zimbabwe and compare it with 
its partners and competitors, we went a step further to measure the cultural dimensions 
of organisation in Zimbabwe. The data collected from different industrial 
organisations in Zimbabwe was interpreted in tenns of the six organisation culture 
dimensions suggested by Hofstede[125]. 
Interviews were also used to understand what could not be put down in writing, for 
example the "the way we do things here H. Although the interviews were very 
infonnal they were recorded with a hidden recorder, thus avoiding fonnal answers to 
questions. Some of the questions asked are shown in appendix 7. Not everyone was 
asked all these questions, but managers and those in influential positions 
(professionals like engineers). Workers were only asked questions on their 
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relationship with their co-workers and their immediate supenors. Infonnation 
collected through infonnal interviews will be discussed in Chapter seven 
complementing the data collected using the questionnaire. The last part of the 
questionnaire asked the respondents to add whatever they thought would help to 
improve manufacturing organisations in Zimbabwe and in their organisations. Some 
of the comments made by the respondents are shown in appendix 5. 
6.1 The Results obtained 
The data was coded and then summarised using SPSS for windows. The results of the 
summaries are shown in chart fonn in Appendix 4. Each bar chart representing 
answers to a particular question from the questionnaire. From the statistical 
summaries the cultural dimension indices were calculated using fonnulas suggested 
by Hofstede [41] in their original form. Table 6 at the end of this chapter includes all 
the results, used in the calculations of cultural dimensions. The data in Table 6 show 
in percentage fonn the way participants responded to each question. 
6.2 The Calculation of the National Cultural Dimensions of Zimbabwe 
In this section the four national cultural dimensions suggested by Hofstede [41] were 
calculated using his method. 
6.2.1 Calculation of Power Distance Index For Zimbabwe 
Using Hofstede's fonnula shown below, Power Distance Index for Zimbabwe was 
calculated. Hofstede developed the fonnula for the purpose of calculating POU using 
simple mathematics. Its purpose was to ensure that each of the three questions would 
carry equal weight in arriving at the final index and to arrive at the index values 
ranging from 0 for a small power distance to above 100 for large power distance 
[41,42]. 
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PDI = 135 - 25(meanscoreQ31) + (%Q20 [1+2]) - (%QI9 [3)) HI 
Where constants 135 and 25 have been added to give the country values that range 
between zero (small power distance) and 100 (large power distance), Q- is the 
questions used to determine PDI. 19, 20,31 are the questions used to calculate power 
distance index. 1,2,3, in box brackets are the points used from the 5-point Likert scale. 
The questions used to determine Power Distance are as follows: 
Q19 For the types of managers described, please mark the one which you would 
prefer to work under (percentage choosing either the description of an autocratic or a 
paternalistic style out of the jive possible styles) 
Q20 To which one of the jive types of managers would you say your own manager 
most closely corresponds? (Percentage preferring an autocratic or a paternalistic 
style, or, on the contrary, a style based on majority vote and consultative style) 
Q31 How frequently are subordinates afraid to express disagreement with their 
superior [chargehand, /foreman, !supervisor, !manager] (mean score on a scale 1 to 5 
from very frequently to very seldom) 
Zimbabwe's POl is approximately 86 which is between the Philippines and Mexico. 
The POl = 86 was calculated using equation Hl. This equation only uses manager 3 
as the preferred manager. This leaves more respondents out of the calculations, who 
prefer managers 4 and 5, see appendix 1. Therefore the author decided to include 
managers 4 and 5 into the above equation in order to take into account all the 
preferences of the respondents. The equation, HI, then becomes, 
PDI=135- 25(mean scoreQJI)+(%Q2o [1+2))-(% QI9[3+4+5]) H2 
Using the second equation reduces the Zimbabwe's POl, to approximately 57, which 
is between Spain and Pakistan. The index is more reflective of all categories of 
occupation and levels of education. The figures used in the calculation of POl are 
shown below for each question in their SPSS format. The rest of the results are shown 
124 
Chapter 6 The Results 
in Table 6 at the end of this chapter. Value label is the wording of the suggested 
answers in the questionnaire, which is represented on the Likert scale with 1 to 5. 
Frequency is the number of respondents who chose a certain value and percent stand 
for the percentage of the total respondents who chose a certain value. Missing 
represents that none had chosen any of the answers. 
31 AFR_DISA (Q'I): How frequently are subordinates afraid of express 
disagreement with their superior [chargehand, /foreman, Isupervisor, Imanager J 
I. Very frequently 
2. Frequently 
3. Sometimes 
4. Seldom 
5. Very seldom 
Valid Cum 
Ratings Frequency Percent Percent Percent 
0.00 4 3.8 3.8 3.8 
1.00 18 17.1 17.1 21.0 
2.00 40 38.1 38.1 59.0 
3.00 29 27.6 27.6 86.7 
4.00 11 10.5 10.5 97.1 
5.00 3 2.9 2.9 100.0 
Total 105 100.0 100.0 
Mean 2.3 Std err 0.2 Std dev I.l Variance 1.2 Range 5.0 Minimum 0 
Maximum 5.0 Sum 244.0 missing means answers were not provided 
19. TMGR_PRE (QI9): Now, for the above types of managers, please mark the one. 
which you would prefer to work under. 
I. Manager 1 
2. Manager2 
3. Manager 3 
4. Manager4 
5. Manager 5 
The characteristics of managers 1 to 5 are shown below 
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Manager 1 Usually makes hislher decisions promptly and communicates them to 
hislher subordinates clearly and firmly. Expects them to carry out the decisions 
loyally and without raising difficulties. 
Manager 2 Usually makes hislher decisions promptly, but, before going ahead, tries 
to explain fully to hislher subordinates. Gives them the reasons for the decisions and 
answers whatever questions they may have. 
Manager 3 Usually consults with hislher subordinates before he/she reaches hislher 
decisions. Listens to their advice, considers it, and then announces hislher decision. 
He/she then expects all to work loyally to implement it whether or not it is in 
accordance with the advice they give. 
Manager 4 Usually calls for a meeting when there is an important decision to be 
made. Puts the problem before the group and invites discussion. accepts the majority 
viewpoint as the decision 
Manager 5 Usually calls for a meeting when there is an important decision to be 
made. Puts the problem before the group and tries to obtain consensus. If he/she 
obtain consensus, he/she accepts this as the discussion. If consensus is impossible, 
he/she usually makes the decision himlherse!f. 
Ratings 
0.00 
1.00 
2.00 
3.00 
4.00 
5.00 
Total 
Valid Cum 
Frequency Percent Percent Percent 
4 3.8 3.8 3.8 
3 2.9 2.9 6.7 
23 21.9 21.9 28.6 
34 32.4 32.4 61.0 
15 14.3 14.3 75.2 
26 24.8 24.8 100.0 
105 100.0 100.0 
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Mean 3.248 Std err 0.13 Std dev 1.3 Variance 1.8 Range 5.0 Minimum 0 
Maximum 5.0 Sum 341.0 missing means answers were not provided 
20. TMGR_COR (Q,o): And, to which one of the above five types of managers would 
you say your own manager most closely corresponds? 
1. Manager 1 
2. Manager2 
3. Manager3 
4. Manager4 
5. Manager 5 
6. none 
Ratings Frequency 
0.00 6 
1.00 3S 
2.00 24 
3.00 22 
4.00 6 
5.00 11 
6.00 1 
Total 105 
Valid Cum 
Percent Percent 
5.7 5.7 
33.3 33.3 
22.9 22.9 
21.0 21.0 
5.7 5.7 
10.5 10.5 
1.0 1.0 
100.0 100.0 
Percent 
5.7 
39.0 
61.9 
82.9 
88.6 
99.0 
100.0 
Mean 2.2 Std err 0.1 Std dev 1.436 Variance 2.1 Range 6.0 Minimum 0 
Maximum 6.0 Sum 234.0 (missing means answers were not provided) 
The boldfaced rows in questions 19 and 20 above, shows the data that was used to 
calculate the PDI for Zimbabwe. In question 19 managers 3,4, and 5 represent a more 
participative type of management style. In question 20 managers 1 and 2 represent a 
more autocratic type of management style. Figure 6.1, shows the Power Distance 
Index for each level of formal education. The PDI computation results are shown in 
Table 6.1. The PDIQ1,(3) was calculated using formula HI above keeping the mean 
value score as a constant in all cases and varying the calculated percentages of those 
who responded at a particular level of education against the total frequency computed 
using the SPSS for windows package. For PDIQ1,(3,4,5) we repeated the process, 
using the three responses for each level of formal education. 
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Table 6.1 Computation Results for PDI for Zimbabwe (PDI vs. Level of Education). 
Level of formal Power distance Power distance Mean Power 
Education index (3) Index (3,4,5) distance Index 
in years PDI 019(3) PDI 019 (3,4,5) MPDI 
<7 78.6 77.3 77.95 
9 75.66 75.9 75.78 
11 82.54 81.24 81.89 
12 76.1 75.3 75.7 
12 73.26 76.55 74.905 
14 79.47 78.67 79.07 
15 83.25 78.45 80.85 
16 73.61 78.67 76.14 
17 73.61 72.07 72.84 
>17 71.11 72.76 71.935 
Numbers 3,4 and 5 in brackets are the ratings on Likert scale of J to 5usedfrom each question Q. 
The tabulated results from tbe calculations show that, there are some influence of tbe 
level of education on power distance index, tbe level of tbat influence is quite small, 
but shows that tbe higher tbe time spent in formal education the lower tbe power 
distance index. The graph, Figure 6.1 shows that PDI varies from just above 71 to 
about 82, which put Zimbabwe among the countries like Mexico, Venezuela, Arab 
countries, Equador, Indonesia, India, West Africa, Yugoslavia, Singapore and Brazil. 
All tbese countries are found in the Lies group. The overall PDI for Zimbabwe was 
found to vary from 57 to 86 for the whole population that took part in this research. It 
is also wortb mentioning here tbat the educational level PDIs fall within tbe limits of 
the overall PDI that we assume represents Zimbabwe in general. 
The Zimbabwe PDI magnitude decreases witb more years spent in formal education. 
This is because as one gets more educated one's position within the organisational 
hierarchy improves reducing the power distance between himlher and those above. 
128 
Chapter 6 The Results 
The power distance between such a person and his superiors is reduced and at the 
same time increasing the power distance between himlher and those below. 
PDlvs Level of Education 
a PDIQI9(3) 0 PDIQI9(3,4,5) 0 MPDI 
84 ~ 
82 1 
80 
78 
.. 76 
'0 
-
" 74 "'" 
...:. 
~ 72 
70 
68 
66 
64 '-4- 4- '-- 4- '-- 4- L-4-
<7 9 11 12 13 14 15 16 17 >17 
Years 
Figure 6.1. The Power Distance Index vs. Years of formal Education for Zimbabwe. 
PDIQI9(3) - power distance index calculated taking manager 3 only; PDIQI9(3,4,5) 
power distance index calculated taking manager 3, manager 4 and manager 5 as 
participative managers. MPDI mean power distance index, <7 to> 17 are years spent 
informal education, PDI-index is Hofstede's Power Distance Index. 
6.2.1.1 Power Distance Index versus Age of the respondents 
The influence of maturity or age is investigated below. Using the same formulas HI 
and H2, the Power Distance Index was calculated for each age group (HI for PDIl' 
and H2 for PDI2.) The results are tabulated in Table 6.2 below. 
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Table 6.2 Power Distance Index versus Age in Zimbabwe. PDI-I and PDI-2 are 
Hofitede 's Power Distance Indexes calculated using HI and H2 respectively. 
Interval Age [years] PDI! PDI, 
I <20 78.6 78.6 
2 20-24 82.4 78.7 
3 25-29 79.3 82.9 
4 30-34 70.4 75.0 
5 35-39 73.6 69.4 
6 40-49 79.5 78.7 
7 50-59 72.7 74.6 
8 >60 76.9 76.9 
The graph below, Figure 6.2, shows the results in graphical form. The graph shows 
that age, like the influence of level of education has some influence on the level of 
PDI. At intervals 30-34, and 35-39 the PDI is lower than other age intervals. 
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Figure 6.2 PDI vs. Age of Respondents in Zimbabwe. PDI-I and PDI-2 are 
Hofstede's Power Distance Indexes calculated using HI and H2 respectively. 
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The Power distance Index in terms of maturity shows that, up to the age of thirty years 
there is high power distance. This is partly because of the informal education 
(traditional) which value seniority above all other factors [89,90]. Hence at the age of 
twenty and below (interval one), in Table 6.2, the person is content with the 
inequality, as long as it is between him and his seniors. The power distance magnitude 
decreases as one grows older and gains more responsibilities in the hierarchy of the 
organisation or society. 
6.2.1.2 Power Distance Index Versus Kind Of Work The Respondents Does. 
The influence of the power distance on the kind of work one does is discussed below. 
Using the same formulas HI and H2, the power distance index was calculated for 
each work type group (HI for PDl Io and H2 for PDl2.) The results are tabulated in 
Table 6.3 below. 
Table 6.3 Hofstede's Power distance Index vs. Kind of Work Respondents do, 
Results. PDI-l and PDI-2 are Hofstede's Power Distance Indexes calculated using 
HI and H2 respectively. 
Kind work PDI-l PDI-2 MPDI 
Semi-skilled 81.9 79.9 80.9 
Skilled 79.9 67.9 73.9 
Graduate 77.9 74.9 76.4 
Clerk/typist 84.9 81.9 83.4 
Professional 78.9 74.9 76.9 
Mgr first line 78.9 73.9 76.4 
Mgr of Mgrs 77.9 72.9 75.4 
The graph below, Figure 6.3, shows the results in graphical form. The graph shows 
that age, like the influence of level of education has some influence on the level of 
PDI. At intervals 30-34, and 35-39 the PDl is lower than other age intervals 
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PDI vs Kind of Work 
[JPDI-l a PDI-2 mMPDI 
90 
" 
'" " .... 
" 
" 
" 80 " ~.~ 
i:I 
.. 
" ~ 
~ 70 Ch 
-" 
'" 
" ~
.r!l / 0 
= 60 
." 
'" 
" 
~ 
-; 
" '" ~ ~ .~ ~ .. ~ " ... " ... :!2 " ~ .~ ~ ~ '" '" '" '7J. " Ch .. ..... • .l. .. .,!l 0;: 0 
" 
.. S ~ 0 .. .. 
" U 
.. 
"" "" 
'" 
~ ~ ~Kind of Work 
Figure 6.3 Hofstede's PDI vs. Kind of Work PDI-l and PDI-2 are Hofstede 's Power 
Distance Indexes calculated using Hi and H2 respectively. PDIM is the mean Power 
Distance index 
The graph in Figure 6.3 shows that power distance index is higher for lowly skilled 
workers. Showing that employees at that level are more dependent on others than 
those at the higher level and who are skilled. The same applies to the lowly skilled 
clerks and typist. They expect and accept the unequal distribution of power in their 
organisations and institutions. The results in the graph, figure 6.3, also shows that PDI 
varies with the type of work one does. This is because the work one does in an 
organisation defines the position one occupies in the organisation structures and 
defines the person's power distance to other members of the organisation 
[85,105,123139]. 
To conclude, power distance as a cultural dimension is influenced by maturity (age) 
and the level of education as well as professionalism, level gained through learning 
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and experience in a working environment, see figures 6.1, 6.2, and 6.3. On the other 
hand power distance is embedded in the design and structures of organisations and 
societies as described in Chapter four Section 4.3. 
In a Zimbabwean culture (shona culture) power distance is something that is taken as 
a normal reality in terms of age. The older one is, the more powerful as compared to 
the younger person. Status in the societal hierarchy is highly dependent on age or 
maturity. Family structures are also designed in relation to age. One's age define 
one's position in the extended family structures [89,90]. Therefore in industrial 
organisations ignorance of such little "do's" and "don't", may lead to disharmony 
when a young person is put above the elders and he fails to make them feel that they 
are the elders and he is only there to help them do their job well. Most employees of 
an older generation, do understand that the younger generation is more educated than 
their generation. So appointing a younger person above them will not cause any 
disharmony in an organisation as long as the young person is knowledgeable of the 
"do's and don't" in respecting the elders, the climate may even improve, leading to 
other benefit of having a good working relationship with one's subordinates. Hence 
most organisations when looking for a manager they advertise only for persons above 
a certain limit of age, normally 35 years and above [see local press publications 
1990s]. 
Therefore in designing or setting up a company in Zimbabwe, one has to put in place 
such minor adjustment in the structures of an organisation. When creating teams for 
example, the team leader should be older than other team members. If not, then a team 
leader should be someone who understands how to deal with those older than him or 
her. 
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6.2.2 The Calculation of Uncertainty Avoidance Index (UAI) 
The questions used in calculating Uncertainty Avoidance Index (UAI) are as shown 
below (see appendix 1) 
Q21 How often do you feel nervous or tense at work 
Q22 A company or organisation's rules should not be broken, even when the 
employee thinks it is in the best interest of the organisation 
Q32 How long do you think you will continue workingfor this company? 
The computation ofUAI uses mean percent values of question number 32, and mean 
scores on a five-point scale for questions number 21 and 22. The mean scores have 
been multiplied by 30 for Q22 and 40 for Q21 to make their range vary from zero to 
one hundred. Therefore their contribution to UAI, is roughly equal to the range in 
percentage values of question number 32. Hofstede's [41] formulas H3 and H3.l for 
calculating Uncertainty Avoidance Index (UAI) were used in calculating UAI for 
Zimbabwe. 
UAI1=300-30(mean score Qzz)-(%Qn [1+2])- 40(mean score Q21) H3 
UAlz=300-30(mean score Qn)-(%Qn [1+2+S}J)- 40(mean score Q21) H3.1 
Where 300, 30 and 40 are constants or fixed numbers. 
In computing UAI1 and UAIz using the above formulas H3 and H3.l respectively, we 
find that Zimbabwe's UAI ranges from 32 to 51, depending on the interpretation of 
" .. intending to stay until I get another job ", response number 5, in question number 
32. If we interpret response number 5 as though the respondents will get another job 
in less than five years and leave the organisation, which is highly possible in practice, 
then the UAI2 is approximately 32.1. But then if we interpret this response as though 
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the respondents will get another job in more than five years, then the UAI, index 
becomes 51.1. This is why we found the UAI ranging from 32 to 51. It is averaged at 
41.6. 
The position of Zimbabwe in Hofstede's Table figure 6.1, page 165 of Culture's 
consequences [41], is between Britain and Hong Kong, when the UAI, equals 32, and 
when UAI,. is equal to 51 its position is between Norway and the Netherlands and 
equal to that of Australia. Zimbabwe's position in the revised Table 5.1 [42], which 
include 51 countries and 3 regions remains between Britain and Hong Kong when the 
UAI is equal to 32. When the UAI is equal to 51.1 it is between East African region 
and Norway and still equal to that of Australia. UAI, and UAI, are discussed below 
and the calculations are shown in Table 6.4. 
Figure 6.4 UAI for different age groups or intervals. UAI1 and UAI2 are values of 
Hofttede's uncertainty Avoidance indexes calculated as shown in Table 6.4 
The U AI starts high when one completes high school, at less than twenty years of age 
and then drops during the 25-29 age interval. This can be explained as caused by 
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instability in most young adults who are still trying to establish themselves in job 
markets. They start gaining confidence in their organisations when they have stayed a 
munber of years. By the age of 25 years, some causes of anxiety and uncertainty will 
have disappeared and they start to settle into the company's environment. The level of 
uncertainty starts rising again at the age of 29 years. This because some will have 
been promoted and foreseeing no future, without further training or promotion within 
the same organisation and at the same time responsibilities will have increased within 
the organisation and outside the organisation, e.g. family needs. These are the likely 
people who will be looking for new jobs outside the organisation if their organisation 
does not motivate them. The Table 6.4 below shows the computed results. 
Table 6.4 Calculation Results Uncertainty Avoidance Index versus Age [Years] 
Interval Age [yrs) UAI, UAlz 
I <20 75.22 76.63 
2 20-24 75.22 66.43 
3 25-29 40.77 39.89 
4 30-34 47.63 58.27 
5 35-39 64.88 64.38 
6 40-49 74.22 70.51 
7 50-59 71.77 74.59 
8 >60 0 0 
UAfl and UAf2 were calculated using H3 and H3.l respectively 
The SPSS computation summaries for the three items from the questionnaire used in 
the calculation of UAI are shown below, all others are shown in Appendix 3 and 4. 
Value label represent the wording of the answers provided to each question in the 
questionnaire and value is the rating 1 to 5 or 1 to 8 on the Likert Scale for these 
answers, see appendix!. 
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Q35 AGE YRS: How old are you? 
1. under 20 5. 35-39 
2.20-24 6.40-49 
3.25-29 7.50-59 
4.30-34 8. 60 or over 
Valid Cum 
Ratings Frequency Percent Percent Percent 
0.00 3 2.9 2.9 2.9 
1.00 I 1.0 1.0 3.8 
2.00 10 9.5 9.5 13.3 
3.00 36 34.3 34.3 47.6 
4.00 29 27.6 27.6 75.2 
5.00 12 11.4 11.4 86.7 
6.00 8 7.6 7.6 94.3 
7.00 5 4.8 4.8 99.0 
8.00 1 1.0 1.0 100.0 
Total 105 100.0 100.0 
Mean 3.771; Std err 0.146; Std dev 1.495; Variance 2.236; Range 8.0; Minimum 0 
Maximum 8.0; Sum 396.0 
Q22. RULE_BRO :A company or organisation's rules should not be broken, even 
when the employee thinks it is in the best interest of the organisation; 
1 Strongly agree; 
2 agree; 
3 undecided; 
4 disagree; 
5 strongly disagree 
Ratings Frequency 
0.00 4 
1.00 14 
2.00 27 
3.00 15 
4.00 34 
5.00 11 
Total 105 
Percent 
3.8 
13.3 
25.7 
14.3 
32.4 
10.5 
100.0 
Valid Cum 
Percent 
3.8 
13.3 
25.7 
14.3 
32.4 
10.5 
100.0 
Percent 
3.8 
17.1 
42.9 
57.1 
89.5 
100.0 
Mean 2.895; Std err 0.134; Std dev 1.372; Variance 1.883; Range 5.0; Minimum 0; 
Maximum 5.0; Sum 304.0 
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Q32. CONTW _ YR : How long do you think you will continue working for this 
company? 
1. Two years at most 
2. From two to five years 
3. More than five years, (but I probably will leave before I retire) 
4. Until I retire 
5. Until I get a another job. 
Valid Cum 
Ratings Frequency Percent Percent Percent 
0.00 7 6.7 6.7 6.7 
1.00 14 13.3 13.3 20.0 
2.00 15 14.3 14.3 34.3 
3.00 29 27.6 27.6 61.9 
4.00 20 19.0 19.0 81.0 
5.00 20 19.0 19.0 100.0 
Total 105 100.0 100.0 
Mean 2.962; Std err 0.146; Std dev 1.5; Variance 2.249; Range 5.0; Minimum 0; 
Maximum 5.0; Sum 311.0 
Q21. FL_N_T_ W: How often do you/eel nervous or tense at work?; 
1. I always feel this way 
2. usually 
3. sometimes 
4. seldom 
5. I never feel this way 
Valid Cum 
Ratings Frequency Percent Percent Percent 
0.00 7 6.7 6.7 6.7 
2.00 8 7.6 7.6 14.3 
3.00 39 37.1 37.1 51.4 
4.00 35 33.3 33.3 84.8 
5.00 16 15.2 15.2 100.0 
Total 105 100.0 100.0 
Mean 3.4 Std err 0.12; Std dev 1.2; Variance 1.5; Range 5.0; Minimum 0 Maximum 
5.0; Sum 353.0 
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In general the UAI is shown to be influenced by age with it highest among young 
adults and those above 40 years of age. It is lowest between 25to 29. 
The level of education has some influence on the level of UAI, as shown in Figure 
6.5. There are some notable differences in UAI, between the levels of education, with 
the highest at low level of education and minimum at 11 and 13 years of education. 
From 14 years the level rises to an average of 65 and starts falling for those with 17 or 
more years of education. 
UAI variability shows that most employees at all levels are likely to change 
organisations as chance permit, because 65.6% of those who answered question 
number 32 "How long do you think you will continue working for this company? ", are 
likely to leave their present organisations within five years. Even in semi-
governmental organisations which used to have life time employment, the UAI still 
shows this instability. Figure 6.6 shows UAI, varying as a function of skills level. 
Skill level also defines one's position within an organisation. UAI is at it's lowest for 
skilled personnel and first line managers. 
Table 6.5 UAI vs. Educational level computation Results. Hojstede's Uncertainty 
Avoidance Indexes: UAI1 and UAI2 were calculated using H3 and H3.1 
respectively. 
Education level UAI-I UAI-2 
<7 78.67 78.67 
9 78.67 78.67 
11 57.98034 50.09857 
12 78.67 74.58837 
13 54.53207 58.26184 
14 64.8769 68.46592 
15 64.8769 68.46592 
16 71.77345 72.54755 
17 68.32517 72.54755 
>17 68.32517 64.38429 
< 7 to > 17 are years spent In formal educatIOn 
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UAI VS Level of Education 
Level of Education in Years 
Figure 6.5 UAI vs. the level of Education. Hofttede's Uncertainty Avoidance 
Indexes: UAI1 and UA12 were calculated using H3 and H3.1 respectively, <7 to 
> 17 are years spent in formal education 
Tables 6.6 UAI vs. Kind of work one does, computation results 
Kind work UAI-l UAI-2 
Semi-skilled 75.22172 74.58837 
Skilled 57.98034 54.1802 
Graduate 64.8769 68.46592 
Clerk/typist 64.8769 66.4251 
Professional 68.32517 68.46592 
Mgr first line 57.98034 54.1802 
Mgr of Mgrs 71.77345 72.54755 
Hofttede's Uncertamty AvoIdance Indexes: UAI1 and UAI2 were calculated usmg 
H3 and H3.1 respectively. 
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Figure 6.6 UAI vs. skill level. Hofstede's Uncertainty Avoidance Indexes: UAI] 
and UAI2 were calculated using H3 and H3.1 respectively. MGR first line is 
managers of none managers, Mgr of Mgrs is a manager of other managers 
As a conclusion, uncertainty avoidance as a cultural dimension is influenced by the 
level of maturity, level of education and position one holds within the structure of the 
organisation's hierarchy, and the type of work carried out. 
In a Zimbabwean culture uncertainty avoidance, according to the author's experience 
is left to the ancestors or the dead, who are believed to be looking after the living. The 
unknown is left to the dead. There are rituals performed by extended families asking 
the ancestors to provide answers to the unknown. Hence ceremonies of burying the 
dead are highly valued in Zimbabwean societies, attendance is a must for all members 
of an extended family [89,90]. This is no longer the case within the younger 
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generation. But when it comes to family matters even the younger people have to tour 
the line of the elders. 
Uncertainty Avoidance dimension, unlike the power distance dimension, is of minor 
importance to the operations of an organisation [33,124,276]. 
6.2.3 The Calculation of Individualism/Collectivism Index (IDV) for 
Zimbabwe. 
Using Hofstede's mathematical relationship, the individualism/collectivism index 
(IDV) was based on factor score FSCORE, oftwenty work goals in the questionnaire. 
The factor scores were produced by a statistical factor analysis procedure using the 
SPSS package. Hofstede's individualism/collectivism index (IDV) was calculated 
using the following mathematical expression from Hofstede's work [41], H5: 
IDV = 50 + 25*FSCORE H5 
where, constants 50 and 25 are used to bring the value ofIDV in a range between zero 
and 100. FSCORE is the factor score of the work goals. 
The overall individualism/collectivism index, 52.01, was calculated using the mean 
factor score of the work goals shown in Table 6.7. Table 6.7 shows the factor score 
and JDV index for each work goal. The factor score was calculated using SPSS. 
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Table 6.7 The results of calculations of individualism/collectivism index for each 
work goal. See Table 6 for the codes and appendix 8. The codes represent the work 
goals in the questionnaire. 
Qs Work Goals Factor Factor Score IDV- 50 + 25*FSCORE 
No. Codes Matrix (FSCORE) 
1 PERS TIM 0.53 0.10 52.32 
2 CHAL TAS 0.61 0.11 52.67 
3 TENS STR 0.32 0.06 51.40 
4 PHYS CON 0.47 0.08 52.06 
5 REL SUPE 0.70 0.12 53.11 
6 EMPL SEC 0.59 0.11 52.63 
7 FREEDOM 0.61 0.11 52.68 
8 COPERATN 0.68 0.12 52.99 
9 CONS DEC 0.40 0.07 51.75 
10 RE CONTR 0.63 0.11 52.77 
11' HIGH EAR 0.71 0.13 53.15 
12 SERV CUO 0.47 0.08 52.09 
13 DES AREA 0.52 0.09 52.29 
14 AD TRAIN 0.72 0.13 53.20 
151 JOB V AD 0.47 0.08 52.07 
16' PREST OR 0.39 0.07 51.70 
17 HELP OTH 0.52 0.09 52.28 
18 W D JOB 0.50 0.09 52.22 
25' LARG DWP -0.22 -0.04 49.04 
26' RESP EF -0.09 -0.02 49.6 
29' INDVD HI 0.10 0.02 50.43 
MEAN 0.46 0.08 52.02 
These results show that the individualism/collectivism index varies from 49 to 53.17. 
Comparing the result with Hofstede's, we find that Zimbabwe's position, in the 
individualism/collectivism index Table, is among the following countries:- Japan 
India Spain and Israel. There are some notable similarities among these countries, 
which include the following: 
• strong family structures (and extended families ties) and values 
• most organisation structures are family based and structured, and 
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• beliefs and religion are the corner stones of society 
Individualism and collectivism characteristics vary with the level of one's position 
within the organisation's hierarchy. Those at the highest level of the hierarchy being 
highly individualistic and the lower levels more collective. Figure 6.7 below shows 
the result in Table 6.7 in chart form, which is reflecting the varying levels of mv 
index relation to work goals. 
INDMDUALISM-COLLECTIVISM INDEX 
55 
50 
45 
Figure 6.7 Individualism/collectivism index for each work goal. The codes represent 
questions in the questionnaire, see appendix 1 and Table 6. 
6.2.4 The Calculation of Masculinity-Femininity Index for Zimbabwe (MAS) 
Masculinity-Femininity is the fourth dimension, which Hofstede used to show the 
differences between national cultures, which he referred to as masculinity index 
(MAS). The magnitude of the MAS index defines the level of masculinity and 
femininity in a nation or society, that is, it measures to what extent a nation or an 
organisation tends to endorse goals usually more popular among men (High MAS 
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index) or among women (low MAS index). The terms masculinity and femininity are 
used to signify what Hickson and Pugh [123J, called harder versus softer dimensions 
in work-related cultures, an emphasis on assertiveness as compared to nurturance. 
Like the power distance dimension, the masculinity/femininity dimension has some 
influence on occupations such that it makes sense to make some occupations more 
masculine and others more feminine in terms of the values of those who exercise 
them. Hence men mostly fill the masculine occupations and women mostly fill the 
feminine occupations. In Hofstede's study of IBM data [41], he found that the 
differences in values associated with occupations are not caused by gender of the 
occupants, men in feminine occupations held more feminine values than women in 
masculine occupations. This is not surprising as women in masculine jobs may be 
forced to behave or act in a masculine way. Most of these occupations were designed 
to suit certain behaviours (values), such that whoever is appointed in such a post is 
forced to change his or her behaviour (values). 
High masculinity societies are characterised by their level of assertiveness and 
calculativeness and they aim for higher earnings, promotion, and individual 
recognition. Performance, money and ambition are the driving forces in high 
masculinity cultures. Higher femininity societies are more caring and nurturing and 
they aim to have good working relationships with their superiors and co-workers, 
secure employment, cooperativeness, and good working conditions, being able to live 
in desirable areas, harmony and stability. People, environment (coexistence with 
nature) and quality of life are the driving force in femininity cultures. 
In Hofstede's work [41] he used 4 work goals to calculate the level of masculinity/ 
femininity. The same work goals including another 16 were used in the calculation of 
individualism/collectivism. The importance of personal time (PERS _ TIM), freedom 
(FREEDOM), and challenging task (CHAL_TAS) stood for individualism. And the 
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importance of training (AD JRAIN), physical working conditions (PHYS _CON), 
and use of skills stood for collectivism. In calculating Masculinity, we attached it 
strongly with the importance of earnings (HIGH_EAR), recognition, advancement 
(AD_TRAIN) which include advanced training and advancing or promotion to a 
higher level of the job, challenging work (CHAL_TAS), manager relationship 
(REL SUPE), co-operation (COPERATN), living area (DES_AREA), and 
employment security (EMPL_SEC). 
The Table 6.8, below, shows the work goals used in this work to calculate the level of 
MAS in the Zimbabwean work force or organisations. The work goals marked "*,, are 
more strongly attached to the masculine pole and the remaining are those more 
attached to the feminine pole. 
6.2.4.1 Calculation of Masculinity/Femininity Index (MAS) 
The Masculine/feminine index was based on factor score for each work goal, which 
we calculate using the statistical factor analysis procedure, SPSS software version 6.1 
for windows. The factor scores (FACT) were used to calculate the Hofstede's 
Masculine/feminine indices for each work value. The following Hofstede' s 
mathematical expression, H6, was used to calculate the MAS index for Zimbabwe. 
MAS =50+20*FACT H6 
Where 50 and 20 are constants use to bring the range between 0 and 100. FACT is the 
factor score for each work goal, we calculated using the SPSS package. The results 
are tabulated in Table 6.8. The results show that Zimbabwe's MAS index ranges from 
49.5 to 53.3, that is when we are using all the working goals and calculating MAS 
index for each work goal and the average MAS index is 48.2. 
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Table 6.8 The Masculine/feminine indices for each work value 
WORK GOALS CODE Factor Factor 1 MASi 
Matrix 
1 Have ajob, which leaves you PERS_TIM1 0.55 0.12 47.59 
sufficient time for your personal or 
family life? 
2 Have a challenging tasks to do, from CHAL TAS 0.60 0.13 47.33 
which you can get a personal sense 
of accomplishment? 
3 Have little tension and stress on the TENS_STR1 0.37 0.08 48.37 
·ob? 
4 Have good physical working PHYS_CON' 0.53 0.12 47.65 
conditions ( good ventilation and 
lighting, adequate work space etc.)? 
5 Have a good working relationship REL SUPE' 0.70 0.15 46.94 
with your direct superior/manager? 
7' Have considerable freedom to adopt FREEDOM 0.63 0.14 47.24 
your own approach to the job? 
8 Work with people who co-operate COPERATN1 0.65 0.14 47.15 
well with one another? 
11 Have an opportunity of higher HIGH EAR 0.75 0.16 46.71 
earnings? 
13 Live in an area desirable to you and DES_AREA* 0.53 0.12 47.68 
your family? 
14* Have the opportunity for AD TRAIN* 0.71 0.16 46.88 
advancement to higher level jobs? 
15 Have an element of variety and JOB_A_AD 0.50 0.11 47.77 
adventure in the job? 
17 Have an opportunity for helping HELP_OTH' 0.49 0.10 47.85 
other people? 
18 Work in a well-defined job situation W_D_JOBI 0.51 0.11 47.76 
where the requirements are clear? 
21. How often do you feel nervous or FL_NJ_W' 0.00 0.00 50.00 
tense at work? 
23 Most people can be trusted. TRUSTED -0.12 -0.03 -49.48 
• 
24 Quite few employees have an WORK_DIS' -0.03 -0.01 -49.88 
inherent dislike of work and will 
avoid it if they can. 
147 
Chapter 6 The Results 
Table 6.8 continued 
26 A corporation should have a major RESP EFl ·0.03 -0.006 -49.86 
responsibility for the health and 
welfare of its employees and their 
families 
27 Competition among employees COMP_INT 0.05 0.01 49.77 
usually does more harm than good 
28 Employees in industry should EMP PATD 0.10 0.Q2 49.54 
participate more in the decisions 
made by management 
30 A corporation should do as much as SOC PROB 1 0.21 0.05 49.09 
it can to help solve society's 
problems ( e.g. poverty, 
discrimination, pollution etc.) 
Average MAS Index 48.23 
The codes represent questIOns In the questIOnnaire, see appendix 1 and Table 6. 
Using the mean of the four work goals mostly attached to masculine pole and four 
mostly attached to the feminine pole we found that the mean MAS index for the 
masculine pole is 52.96 , where as for the feminine pole is 52.66. The two figures 
show that in a Zimbabwean situation the levels of femininity and that of masculinity 
are almost equal. 
Comparing the Zimbabwean MAS index with Hofstede's result [41] we find that 
Zimbabwe's position in his forty countries Table ofMAS indices [41] to be among a 
range of countries spread from various continents with different historical background 
and cultures. Yet at an organisational1eve1 they seem to fall within the same cluster or 
range with Zimbabwe. This is explained by the fact that, although the national culture 
has some influence on organisational culture, organisational cultures are created and 
learned by the members. One's cultural values in terms of organisational culture 
depend on one's position in the organisation's hierarchy. This is because if one is a 
manager he or she has to be assertive and tough (in some cases) whether it's a woman 
or a man in that position. 
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6.3 The National Culture Dimensions Results Discussions 
In replicating Hofstede's [41] work partially, in order to compare Zimbabwe's 
national culture with those countries in Hofstede's results, it was noticed that there are 
a number of difficulties in the calculation of Zimbabwe's cultural dimensions to 
Hofstede's approximation, which include the following: 
• The sample used was extremely small compared to Hofstede's, because it 
was difficult to co-ordinate the data collection from the UK. And the field 
trip period was too short to distribute and collect all the questionnaires; 
• The questionnaire used was a modified one with fewer questions as 
compared to Hofstede's questionnaire, but larger than the suggested one. 
• The sample used was not matched for replication and its population was 
fairly small compared to Hofstede's sample. 
In view of these difficulties encountered the calculations discussed above 
approximately place Zimbabwe's national culture dimensions in certain positions 
within Hofstede's results, as shown in Figures 6.8 to 6.12. 
The results on the four dimensional model show that Zimbabwe's national culture is 
similar to other cultures found world-wide. Therefore most of the new manufacturing 
organisations concepts can be implemented with minor adjustment to suit the local 
environment. The failures reported in some publications discussed in chapter three 
and four, in implementing new technologies in Lies are mainly due to low levels of 
education, poor economic infrastructures in these countries, and lack of commitment 
at government level as well at investors level. The four dimensional model results for 
Zimbabwe are shown in Table 6.9. These results were used to insert Zimbabwe into 
Hofstede's results. The position of Zimbabwe is shown in the figures below, Figure 
6.8 to Figure 6.12. 
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Table 6.9 Summary ofthe four dimensional model indexes. 
DIMENSION MINIMUM MAXIMUM MEAN VALUE 
VALUE VALUE 
PDI 57 82 69.5 
UAI 32.0 51.1 41.6 
mv 49.04 53.1 51.07 
MAS 49.5 53.3 51.4 
PDI- Power Distance Index, UAI - Uncertainty Avoidance Index, lDV-Individualism-
Collectivism Index and MAS -Masculinity-Femininity Index. 
Zimbabwe's position in Figures 6.9 on Masculinity-Femininity versus Power Distance 
and 6.11 on Uncertainty avoidance versus Masculinity-Femininity is in the clustered 
areas, which includes two African regions (EAF and WAF) and the majority of the 
countries in the clusters are L1Cs. The position of Zimbabwe in Figure 6.8 is in an 
area where most of the L1Cs are located, but outside the clustered area. Here 
Zimbabwe's position is at the border line between large power distance individualist 
and large power distance collectivist. In Figure 6.1 0 Zimbabwe is forming a cluster 
with Spain, Argentina India and Israel. These countries are all located at the central 
area of all the four segments. Figure 6.1 0 also shows that all L1Cs are in the 
collectivist Feminine and collectivist Masculine area, whilst all but one (Japan) 
industrialised countries [41] are in the opposite area. In Figure 6.12 Zimbabwe falls 
outside the clustered area closer to India and Jamaica. 
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The position of Zimbabwe in the Individualism versus Power distance co-ordinates is 
in the large power distance collectivist and large power distance individualist area. 
The three estimated positions of Zimbabwe are at the centre line between the two 
extremes All the points are outside the clustered areas as shown in Figure 6.S. 
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Figure 6.8 The position of 50 countries plus Zimbabwe and 3 regions on the power 
distance and individualism-Collectivism dimensions (for country name abbreviations 
see Table 6.9.1). 
151 
Chapter 6 The Results 
Table 6.9.1 The abbreviations for the countries and regions including Zimbabwe. 
Abbreviation Country or Region Abbreviation Country or Region 
ARA Arab-speaking EAF East Africa (Ethiopia, 
Countries (Egypt, Iraq Kenya, Tanzania, Zambia) 
Kuwait, Lebanon, 
Libya, United Arab 
Emirates 
ARG Argentina MAL Malaysia 
AUL Australia MEX Mexico 
BEL Belgium NET Netherlands 
BRA Brazil NOR Norway 
CAN Canada NZL New Zealand 
CHL Chile PAK Pakistan 
COL Colombia PAN Panama 
COS Costa Rica PER Peru 
DEN Denmark PHI Philippines 
KOR South Korea POR Portugal 
EQA Equador SAF South Africa 
FIN Finland SAL Salvador 
FRA France SIN Singapore 
GBR Great Britain SPA Spain 
GER Germany SWE Sweden 
GRE Greece SWI Switzerland 
GUA Guatemala TAl Taiwan 
HOK Hong Kong THA Thailand 
IDO Indonesia TUR Turkey 
IND India URU Uruguay 
IRA Iran USA United States 
IRE Ireland VEN Venezuela 
ISR Israel WAF West Africa(Ghana, 
Nigeria Sierra Leone 
ITA Italy YUG Yugoslavia 
JAM Jamaica ZIM Zimbabwe 
JAP Japan 
Zimbabwe (ZIM) was inserted into Hofstede 's[41,42 J results 
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In the Power distance versus Masculinity-Femininity index scores the position of 
Zimbabwe is in the large power distance Feminine and large power distance 
masculine area. The estimated points for Zimbabwe fall inside two adjacent clusters, 
which are on the middle area of the two extremes as shown in Figure 6.9 below. 
M.",ulini'y 
indcK 
Small power distance 
Feminine 
.Al'T 
'HlL '~L 
G8M;El 
IRh • 
• IWI 
5m",/1 p.'''''·C'r diu In" 
MilSl;ulinc 
III ~!I .~I .ltl til 711 
Large power distance 
Feminine 
LUle power di:§tance 
Masculine 
Irl 'lI1 100 1111 
Power di~tancc index; 
Figure 6.9 The position of 50 countries plus Zimbabwe and 3 regions on the power 
distance and Masculine-Feminine dimensions. (For country name abbreviations see 
Table 6.9.1). 
In the Individualism and Masculinity co-ordinates the position of Zimbabwe is around 
the centre where highly individualist Masculine and low collectivist Feminine meet, 
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forming a new cluster with Argentina, India Spain and Israel as shown in Figure 6.10 
below. 
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Figure 6.10 The position of 50 countries plus Zimbabwe and 3 regions on the 
Masculine-Feminine and Individualism-Collectivism dimensions. (For country name 
abbreviations see Table 6.9.1). 
In the Masculinity-Femininity and Uncertainty Avoidance co-ordinates the position of 
Zimbabwe among Hofstede's 50 countries and 3 regions is in the area of weak 
uncertainty avoidance feminine and weak uncertainty avoidance masculine. 
Zimbabwe's position falls among the area where most of the countries are located, 
with the three estimated points in some clusters and at the borders of the clustered 
countries, as shown in Figure 6.11 
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Figure 6.11 The position of 50 countries plus Zimbabwe and 3 regions on the 
Masculine-Feminine and Uncertainty Avoidance dimensions. (For country name 
abbreviations see Table 6.9.1). 
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In the Individualism and Uncertainty avoidance co-ordinates the position of 
Zimbabwe is weak uncertainty avoidance collectivist and weak uncertainty avoidance 
individualist. Zimbabwe's position is near to that of India and Jamaica. Both which 
are in non clustered areas, as shown in Figure 6.12 below. 
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Figure 6.12 The position of 50 countries plus Zimbabwe and the 3 regions on the 
uncertainty avoidance and individualism-collectivism dimensions. (For country name 
abbreviations see Table 6.9.1). 
The national culture of Zimbabwe has shown similar indexes as other countries in 
Hofstede's results [41,42], but this does not necessarily mean that Zimbabwean 
culture is similar to other cultures. The data used in this research was collected from 
manufacturing organisations spread in different regions of Zimbabwe; the indexes 
reflect the attitudes and values of employees in manufacturing organisations (food 
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processing, timber processing metals and other engineering companies). Of the four 
national cultural dimensions, Power Distance and Individualism! Collectivism are two 
dimensions, which reflect more on the characteristic of a national culture and they are 
commonly found together. A point made by Schermerhorn, J. R., and Ismail Zulaiha 
[259] who inquired as to' whether or not a more explicit recognition that 
individualism-collectivism and power distance are commonly found together can 
improve the ability to understand and deal with some cross-cultural situations. They 
suggested treating the two dimensions as one, contrary to Hofstede [41,42], who 
justified their separation into two dimensions. 
Countries, which are small power distance, individualistic, are also small power 
distance, collectivist. Zimbabwe is a large power distance, individualistic and large 
power distance, collectivist, as shown in Figure 6.8. 
6.3.1 Implication of these Results for Organisation Design in Zimbabwe 
The results on the dimensions of national culture, besides showing that organisations 
are bound by national cultures a conclusion reached by Hofstede [41,42], place 
Zimbabwean culture not very far from other cultures of the world. This does not 
imply that in practice a Zimbabwean will behave in response to situations like a 
Briton or an American would. The similarities found are merely mathematical as 
mentioned above in this chapter. The implication of these results is that behaviour 
found in Zimbabwean industrial organisations is bound by its national culture. So the 
author's interpretation of the results consciously or unconsciously is influenced by his 
national culture, in this case Zimbabwean national culture. 
The Zimbabwean culture according to the findings of this work is characterised by 
high power distance index (averaging 69.5) and low uncertainty avoidance index 
(averaging 41.6), which Hofstede [139] said is viewed as a family and such 
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organisations are commonly found in Asia and Africa. Although they are some family 
like-structured organisations in Zimbabwe, most of them are structured with typical 
hierarchical, well oiled, bureaucratic structures found in Great Britain, Germany and 
in some Nordic countries. This is not surprising because the country is a former 
colony of Britain and most companies have their roots in the UK, Germany, USA and 
other European countries. The other dimensions were found to be as follows: medium 
individualism and masculinity indexes (averaging 51 and 51.4 respectively see Table 
6.9). 
The high power distance index and low uncertainty avoidance index mean that there 
are powerful people (in leadership) whom others look upon to remove uncertainties, 
such that in industry the management is more concerned with uncertainty avoidance 
than the workers are, hence the low uncertainty avoidance index. The Zimbabwean 
family structure reflect similar characteristic in that younger people look to their 
elders to shoulder and plan for the uncertainties and who on the other hand leave it to 
their ancestors to handle uncertainties [89,90] as mentioned earlier. 
Therefore in designing organisations for Zimbabwe, a balance has to be reached in the 
combination of the cultures of the organisation and that of the nation as organisation 
models do not depend on national culture alone [26,27,34,85,105,123], but are also 
affected by the purpose ofthe organisation. 
The dimensions of Individualism vs. Collectivism (mV) and Masculinity vs. 
Femininity (MAS), see Table 6.9 above are medium (averaging 51 and 51.4 
respectively see Table 6.9) affect the person's self-concept. According to Hofstede 
[139] the low individualism, which is high collectivism, the individual identifies 
himselflherself with the group ("we" not" I") and in high individualism that is low 
collectivism the person will see himselflherself as "I" and strive for self-interest and 
self-actualisation. Relations with others are transactions of independent self. The norm 
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(although not always respected) is that others should be treated equally regardless of 
groups they belong, to and superficial friendships are easily made. 
6.4 The Dimensions of Zimbabwe's Organisational Culture 
The items used to measure and calculate dimensions of organisation culture in 
Zimbabwe were interpreted according to the author's views and opinions. Taking into 
consideration the items used by Hofstede, Neuijien, and others [125] in their paper 
on" Measuring Organizational cultures A Qualitative and Quantitative Study across 
Twenty Cases". Table 6.9.2 below shows the items used in the characterisation of the 
six dimensions of an organisation by Hofstede and others [125]. 
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Table 6.9.2 The Items used to characterise Six Organisational Dimensions by 
Hofstede [125]. 
Organisational Dimension Items characteristic for the dimension 
I. Process-Oriented vs. Result- Oriented Employees are told when good job is done 
Typical member fast 
Comfortable in uufair situations 
Each day brings new challenges 
Typical member initiating 
Informal style of dealing with each other 
Typical member warm 
Try to be pioneers 
Typical member direct 
People put in maximal effort 
Mistakes are tolerated 
Typical member optimistic 
Open to outsiders and newcomers (second loading) 
Managers help good people to advance (second 
loading) 
2 Employee-Oriented vs. Job-Oriented Important decisions made by individuals 
Organisation only interested in work people do 
Decision centralised at top 
Mangers keep good people from own department 
Changes imposed by management decree 
Newcomers left to find Own way 
Management dislikes union members 
No special ties with local community 
Little concern for personal problems of 
employees 
3 Parochial vs. Professional People's private life is their own business 
Job competence is only criterion in hiring people 
Think three years ahead or more 
Strongly aware of competition 
Co-operation and trust between departments normal 
4 Open System vs. Closed System Only very special people fit in organisation 
Our department worst of organisation 
Management stingy with small things 
Little attention to physical work environment 
Organisation and people closed and secretive 
New employees need more than a year to feel at 
home 
5 Loose Control vs. Tight Control Everybody cost conscious 
Meeting times kept punctually 
Typical member well-groomed 
Always speak seriously or organization and job 
6 Normative vs. Pragmatic Pragmatic, not dogmatic in matters of ethics 
Organization contributes little to society 
Major emphasis on meeting customer needs 
Results more important than procedures 
Never talk about the history of the organization 
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6.4.1 Process! Result Oriented 
The questions shown in Table 6.10 were used to measure the orientation of 
Zimbabwean organisations in terms of Process and Result orientation. 
Table 6.10 Process oriented versus Result oriented using data from Table 6. 
Qs Code-name The full wording of the Process Result Neutral 
No question Oriented Oriented 
% % % 
2 CHAL-TAS Have a challenging task 94.3 2 3.8 
to do, from which you 
can get a personal sense 
of accomplishment? 
7 FREEDOM Have considerable 3.9 88.5 7.6 
freedom to adopt your 
own approach to the job? 
9 CONS-DEC Be consulted by your 6.7 78.1 15.2 
direct superior in hislher 
decision? 
15 JOB-V-AD Have an element of 68.5 5.7 25.7 
variety and adventure in 
the job? 
18 W-D-JOB Work in a well-defined 83.8 4.8 10.5 
job situation where the 
requirements are clear? 
Total 257.2 177.1 59 
Average 51.44% 35.81% 11.56% 
The boldface Item IS the key mdlcator of this dimenSIOn 
Item CHAL-TAS is the key indicator for the dimension. A result oriented organisation 
is more concerned with results, not how the outcome is reached, therefore respondents 
in such organisations are likely to choose ratings I and 2 in a scale of five points. 
While those in a process oriented organisation are likely to choose ratings 4 and 5 in 
the same scale. For item W-D-JOB, workers who value working in an environment 
where the work is well defined and the requirements explicit are highly process 
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oriented, ratings 1 and 2 for process oriented, rating 3 neutral, and, 4 and 5 result 
oriented. 
For Questions JOB-V-AD employees who value variety and adventure are result 
oriented, ratings 1 and 2, where as employees who are process oriented would choose 
ratings 4 and 5. For question CONS-DEC workers who prefer to be consulted by their 
superiors before any decision is made are result oriented, ratings 1 and 2. Rating 4 and 
5 are those who are process oriented. For Question FREEDOM those who value the 
freedom to adopt their own approach were result oriented, ratings 1 and 2. Ratings 4 
and 5 are process oriented. In all these questions rating 3 is neutral. The results are 
shown in Table 6.7. 
6.4.2 Job /Employee Oriented 
The items in Table 6.11 were chosen as indicators for this dimension. The job-
oriented versus Employee-oriented results show the level of concern for people to 
concern for getting the job done. From the overall results on Zimbabwe, these 
questions were chosen by the author as more or less indicators of this dimension. On 
item PERS-TIM, in a job oriented organisation members would choose ratings 4 and 
5. Where as in employee oriented organisation ratings 1 and 2 would be chosen. The 
results show that for this item most organisations are employee oriented. On item 
PHYS-CON, respondents who are job oriented would choose ratings 4 and 5, where 
others choose ratings 1 and 2. The job-oriented respondents would not care about 
physical working conditions as long as the job can be done. 
Item FREEDOM, question number 7 (see Table 6), appears in almost all the 
dimensions. The item can be given any interpretation. Here the job-oriented personnel 
do not care how you do it as long as the job is done, ratings 1 and 2. 
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Table 6.11 Employee oriented versus Job orientation 
Qs Code-name The full wording of the Employee Job Neutral 
No question Oriented Oriented 
I PERS-TIM Have a job, which leaves 78.1 2.9 16.2 
you sufficient time for your 
personal or family life? 
4 PHYS-CON Have good physical 89 5.8 15.2 
working conditions ( good 
ventilation and lighting, 
adequate work space etc.)? 
7 FREEDOM Have considerable freedom 3.9 88.5 7.6 
to adopt your own 
approach to the job? 
26 RESP-EF A corporation should 90.5 3.8 3.8 
have a major 
responsibility for the 
health and welfare of its 
employees and their 
families 
29 INDVD-HI Decisions made by 67.6 17.2 13.3 
individuals are usually of 
higher quality than 
decisions made by groups 
30 SOC- A corporation should do 76.2 12.4 8.6 
PROB as much as it can to help 
solve society's problems ( 
e.g. poverty, pollution, 
discrimination, etc.) 
33 MGR- How often would you say 21.8 42.9 29.5 
HELP your immediate manager 
!boss is concerned about 
helping you get ahead? 
Total 427.1 173.5 94.2 
Average 61.01 24.79 13.46 
The bold items are the key zndlcators of the dimensIOn. 
Others may interpret it that the employee-oriented perspective would give workers the 
freedom to adopt their own approach. Items RESP-EF and SOC-PROB relate to lack 
little concern for personal problems and social problems of the community. Job 
oriented organisation member would choose ratings 4 and 5. 
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The employee oriented person would choose ratings I and 2. Item INDVD-HI relate 
to the decision making process. In 'job oriented' organisations decisions are made by 
individuals, ratings I and 2 and in worker oriented organisations decisions are made 
by consensus or discussed and agreed upon, ratings 4 and 5. Item MGR-HELP, in 
organisations which are job oriented managers are concerned with getting the job 
done, ratings 4 and 5. In worker oriented organisations managers are more concerned 
with helping their workers do the job right by educating and training them, ratings I 
and 2. In all these items rating 3 is neutral or undecided. 
The result in Table 6.11 show that most organisations in Zimbabwe are employee 
oriented, as reflected by the three key indicators. All the three key indicators show 
that Zimbabwean organisations are employee oriented. Therefore, when relocating 
companies to Zimbabwe or designing a business organisation for Zimbabwe this point 
should be taken into consideration. 
6.4.3 Parochial! Professional oriented 
Items in Table 6.12 were chosen as indicators for this dimension. The boldfaced items 
were chosen as the key indicators for the dimension. Item CHAL-T AS, the highly 
educated employees would value having a challenging task, and have the freedom to 
adopt their own approach, item FREEDOM, ratings 1 and 2. The non-professional, 
would choose ratings 4 and 5. for the two items. 
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Table 6.12 Parochial versus Professional oriented 
Qs Code-name The full wording of the Parochial Professional Neutral 
No question oriented oriented 
2 CHAL- Have a challenging 2 94.3 3.8 
TAS tasks to do, from 
which you can get a 
personal sense of 
accomplishment? 
7 FREEDOM Have considerable 3.9 88.5 7.6 
freedom to adopt your 
own approach to the 
job? 
9 CONS- Be consulted by your 6.7 78.1 15.2 
DEC direct superior in 
his/her decision? 
10 RE- Make a real 1.9 76.2 1.9 
CONTR contribution to the 
success of your 
organisation? 
14 AD-TRAIN Have the opportunity 2.9 95.3 1.9 
for advancement to 
higher level jobs? 
15 JOB-V-AD Have an element of 5.7 68.5 25.7 
variety and 
adventure in the job? 
16 PREST-OR Work in a prestigious, 52.4 16.2 31.4 
successful company or 
organisation? 
25 LARG- A large corporation is 57.2 25.7 15.2 
DWP generally a more 
desirable place to work 
than a small company 
26 RESP-EF A corporation should 90.5 3.8 3.8 
have a major 
responsibility for the 
health and welfare of 
its employees and 
their families 
Total 223.2 546.57 106.7 
Average 24.8 60.73 11.83 
The bold Items are the key zndlcators of the dImensIOn. 
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Items CONS-DEC, RE-CONTR, and AD-TRAIN as above. Item JOB-V-AD is one of 
the two key indicators of this dimension professional organisations, variety and 
adventure in a job would be valued, ratings 1 and 2, In more parochial settings this 
may be of minor importance, ratings 4 and 5. Item PREST-OR and LARG-DWP may 
be of minor importance to professionally oriented organisations, ratings 4 and 5. 
Whilst very important for parochially oriented organisations, ratings 1 and 2. 
Item RESP-EF is the second key indicator for this dimension. Professionally oriented 
organisations may disagree with this statement, ratings 4 and 5. Whilst parochially 
oriented organisations (employee) would agree with this statement, ratings I and 2. In 
all these items rating 3 is neutral or undecided. The results are shown in Table 6.12. 
The averages of the results show that most members of manufacturing organisations 
in Zimbabwe are professionally oriented. This may not be true in all organisations. 
Because the majority of the employees on the shop floor in most manufacturing 
organisations are under trained , although they may have at least eleven years of 
education. 
6.4.4 Closed / Open Systems 
Items in Table 6.13 have been chosen as indicators for the dimension Closed / Open 
Systems. Items COPERATN and TRUST may be interpreted in terms of how 
organisations welcome new corners into their ranks. Only when members of an 
organisation start trusting will they co-operate with a new corner in closed 
organisations, ratings 1 and 2. Whilst in open system organisations will help new 
corners to settle in, ratings 4 and 5. 
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Table 6.13 Open/Closed system 
Qs Code-name The full wording of the Open Closed Neutral 
No question System System 
8 COPERATN Work with people who co~ 84.7 5.8 9.5 
operate well with one 
another? 
17 HELP-OTH Have an opportunity for 74.3 3.9 21.9 
helping other people? 
23 TRUSTED Most people can be trusted 28.6 61.9 8.6 
24 WORK-DIS Quite few employees have 15.3 71.4 10.5 
an inherent dislike of work 
and will avoid it if they can 
Total 202.4 143.0 50.5 
Average 50.6 35.75 12.63 
Item HELP-OTH, in closed system organisations, one has to work hard with little help 
until one proves worthy of being one ofthem, ratings 4 and 5. Whilst in open system 
organisation new corners are helped to become part of a team, ratings 1 and 2. Item 
WORK-DIS, in closed system organisations the members are more likely to agree 
with this statement that "Quite a few employees have an inherent dislike of work and 
will avoid it if they can", ratings 1 and 2. whilst in open system organisations 
members are likely to disagree with this statement, ratings 4 and 5. In all these items 
rating 3 is assumed to be neutral or undecided. The results are shown in Table 6.13. 
6.4.5 Tight/ Loose Control 
The items in Table 6.14 have been chosen as indicators for the dimension Tight! 
Loose Control. The boldface items have been chosen as the key indicators for this 
dimension. 
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Table 6.14 Tight I Loose Control 
QsNo Code-name The full wording of the Tight Loose Neutral 
question Control Control 
7 FREEDOM Have considerable freedom 3.9 88.5 7.6 
to adopt your own approach 
to the job? 
15 JOB-V-AD Have an element of variety 5.7 68.5 25.7 
and adventure in the job? 
22 RULE-BRO A company or 39.0 42.9 14.3 
organisation's rules 
should not be broken -
even when the employee 
thinks it is in the best 
interest of the organisation 
29 INDVD-HI Decisions made by 17.2 67.6 13.3 
individuals are usually of 
higher quality than 
decisions made by groups 
31 AFR-DlSA How frequently are 55.2 13.4 27.6 
subordinates afraid of 
express disagreement with 
their superior 
[ chargehand, 
Iforeman,/supervisor,/man 
ager 
Total 120.8 280.9 88.5 
Average 24.16 56.18 17.7 
The bold items are the key indicators of the dimension 
The item FREEDOM, in the tightly controlled organisations may not be tolerated, 
ratings 4 and 5. Whilst in the loosely controlled organisations it may be tolerated, 
ratings 1 and 2. Item JOB-V-AD as above. Item RULE-BRO, in tightly controlled 
organisations respondents are likely to agree with this statement, ratings I and 2. 
Whilst in loosely controlled organisations disagreeing, ratings 4 and 5. Item INDVD-
HI, in tightly controlled organisations respondents are likely to agree with this 
statement, ratings 1 and 2. Whilst those in loosely controlled organisations 
disagreeing, ratings 4 and 5. Item AFR-DISA in tightly controlled organisations 
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subordinates are likely to be afraid to express disagreement with their superiors, 
ratings 1 and 2. Whilst in loosely controlled organisations subordinates are likely to 
freely disagree with their superiors, ratings 4 and 5. In all the items rating 3 is 
assumed to be neutral or undecided. The results are shown in Table 6.14. 
6.4.6 Normative / Pragmatic 
Items in Table 6.15 were chosen as indicators for the dimension Normative/ 
Pragmatic. All the items in this Table 6.15 are key indicators for this dimension. 
Table 6.15 Normative / Pragmatic 
Qs Code-name The full wording of the Normative Pragmatic Neutral 
No question 
8 COPERATN Work with people who 84.7 5.8 9.5 
co-operate well with 
one another? 
18 W-D-JOB Work in a well-defined 83.8 4.8 10.5 
job situation where the 
requirements are clear? 
26 RESP-EF A corporation should 90.5 3.8 3.8 
have a major 
responsibility for the 
health and welfare of 
its employees and their 
families 
30 SOC-PROB A corporation should 76.2 12.4 8.6 
do as much as it can to 
help solve society's 
problems ( e.g. poverty, 
discrimination, 
pollution etc.) 
Total 335.2 26.87 32.4 
Average 83.S 6.7 8.1 
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Item COPERA1N in normative organisations, the importance of co-operation is 
highly regarded, ratings 1 and 2. Whilst in pragmatic organisation this may be of 
minor importance, ratings 4 and 5. Item W-D-JOB is of importance in normative 
organisations, rating I and 2. Whilst it is of minor importance in pragmatic 
organisations, ratings 4 and 5. Item RESP-EF, employees in normative organisations 
are likely to agree with this statement, ratings 1 and 2. Whilst those in pragmatic 
organisations are likely to disagree, ratings 4 and 5. Item SOC-PROB, in normative 
organisations respondents are likely to agree with this statement, ratings I and 2. 
Whilst those in pragmatic organisations are likely to disagree. In all the items rating 3 
is assumed to be neutral or undecided. The results are shown in Table 6.15. The 
results on the six dimensions of organisational culture are shown in Table 6.16. 
Table 6.16 The Results on Hofstede's Key Dimensions of Organisational Culture 
in Zimbabwe's Industrial organisations. c , 
Dimension Characteristics % vs Dimension Characteristics % 
Process- Concerned with 51.4 Result- Concerned with the 35.8 
oriented the way things are oriented outcomes of 
done decisions 
Job-oriented Concerned with 24.8 Employee- Concerned with the 61. 
getting the job oriented well-being of 
done employees 
Parochial Employees derive 24.8 Professional Employees derive 60.7 
identify from the identity from the 
organisation type of work done 
Closed Unwillingness to 35.8 Open system Willingness to 50.6 
system quickly accept quickly accept new 
new members of members of the 
the work unit. work unit 
Tight Formal policies 24.2 Loose Informality and 56.2 
control and rules, and control lack of bureaucratic 
close control of procedures 
time and money. 
Normative Follow rules and 83.8 Pragmatic Attention given to 6.7 
procedures to the practicality and 
letter. results, even if 
rules or procedures 
are violated 
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The results show that employees in most industrial organisations in Zimbabwe and in 
Less Industrialised countries are concerned with the way things are done. They want 
organisations to be more concerned with their well-being this is also supported by the 
results on national culture. Employees identify themselves with their position and type 
of work they do. This is very common in Zimbabwe. For example a teacher is called 
"teacher" in place of his name or sir. My late father who was a truck driver, most 
people called him "driver", at work and at home. In my tradition, which is a shona 
culture, such examples are very common, where individuals are identified by their 
professional qualifications or work they do. 
Results also show that most employees are willing to accept new members (open 
system) in their units and prefer loose control systems, which are informal as well as 
formal. The last dimension in Table 6.16 shows that most employees in Zimbabwean 
industrial organisation are willing to follow rules and procedures to the letter. 
On all the six dimensions of organisational culture Employees in Zimbabwe's 
industrial organisations prefer a normative type organisation which is professionally 
oriented with an open system of management which uses a loose control style of 
management with a distributed decision making system to departments and further 
down to units and cells or teams. 
6.5 Concluding Views 
The result for national culture in Table 6.9 show high power distance (PDI 69.5) 
whilst the other three dimensions are at the border and inconclusive. From the 
national culture point of view all organisations in Zimbabwe should be designed with 
defined organisations structure, and should be rule and procedure based. The results 
on the dimensions of organisational culture in Table 6.16, show that the normative 
dimension (84%) is very high compared to the other five dimensions suggesting a rule 
171 
Chapter 6 The Results 
and procedure based organisation design for Zimbabwe. This shows, to some extent, 
that power distance in national culture and the normative dimension in organisational 
culture are related, a point that may require further investigation in the future. 
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6.6 Summary Of Chapter 6 
This chapter covers the fieldwork done in Zimbabwe for two and half months. The 
data collected in the fieldwork was analysed and the results discussed The 
calculation of the national culture dimensions, power distance, uncertainty 
avoidance, individualism and masculinity showed that Zimbabwe has a high power 
distance national culture. Zimbabwe's position in comparison with Hofstede's 
findings was found and it was concluded that the national culture of Zimbabwe, 
statistically, is similar to other countries' national cultures world-wide. The results 
also showed that Zimbabwe's position in most cases was located in the same segment 
with most Less Industrialised Countries and regions in Hofstede's research. The 
implication of the national culture dimensions results on organisation design in 
Zimbabwe is discussed. 
This chapter includes also the calculations of the dimensions of organisational 
culture in Zimbabwe's Industrial organisation, using the same data collected during 
the fieldwork in Zimbabwe. The results show that in Zimbabwe Industrial 
organisations should be designed with defined organisational structures, (power 
based structures) and rules and procedures based system of management, blended 
with some form of distributed decisions making system. 
From the two results on national culture and organisational culture it was concluded 
that in Zimbabwe's case the two are related through the normative and power 
distance dimensions which are similar in their characteristics. 
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Rating 0 1 2 3 4 5 Stddev 
Column Full Formulation Of The Questions Code Name % % % % % % 
Cl Have a job, which leaves you sufficient time for PERS-TIM 2.9 38.1 40 16.2 1.9 1.0 0.885 
your personal or family life? 
C2 Have a challenging tasks to do, from which you CHAL-TAS 0.0 61.9 32.4 3.8 1.0 1.0 0.708 
can get a personal sense of accomplishment? 
C3 Have little tension and stress on the job? TENS-STR 2.9 21.9 29.5 21.0 11.4 13.3 1.379 
C4 Have good physical working conditions ( good PHYS-CON 0.0 53.3 25.7 15.2 4.8 1.0 0.951 
ventilation and lighting, adequate work space etc.)? 
CS Have a good working relationship with your direct REL-SUPE 0.0 59.0 32.4 7.6 0.0 1.0 0.722 
superior/manager? 
C6 Have the security of employment? EMPL-SEC 0.0 61.9 28.6 5.7 1.0 2.9 0.877 
C7 Have considerable freedom to adopt your own FREEDOM 0.0 37.1 51.4 7.6 2.9 1.0 0.781 
approach to the job? 
C8 Work with people who co-operate well with one COPERAT 0.0 47.6 37.1 9.5 2.9 2.9 0.946 
another? N 
C9 Be consulted by your direct superior in hislher CONS-DEC 0.0 29.5 48.6 15.2 3.8 2.9 0.930 
decision? 
CI0 Make a real contribution to the success of your RE-CONTR 0.0 66.7 29.5 1.9 0.0 1.9 0.716 
organisation? 
C11 Have an opportunity of higher earnings? HIGH-EAR 0.0 61.9 26.7 7.6 1.0 2.9 0.898 
C12 Serve your country? SERV-COU 0.0 34.3 31.4 24.8 5.7 3.8 1.075 
CB Live in an area desirable to you and your family? DES-AREA 0.0 53.3 30.5 10.5 2.9 2.9 0.968 
CI4 Have the opportunity for advancement to higher AD-TRAIN 0.0 68.6 26.7 1.9 1.0 1.9 0.756 
level jobs? 
Cl5 Have an element of variety and adventure in the JOB-V-AD 0.0 29.5 39.0 25.7 5.7 0.0 0.885 
job? 
C16 Work in a prestigious, successful company or PREST-OR 0.0 25.7 26.7 31.4 10.5 5.7 01.151 
organisation? 
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C17 Have an opportunity for helping other people? HELP-OTH 0.0 29.5 44.8 21.9 2.9 1.0 0.849 
C18 Work in a well-defined job situation where the W-D-JOB 1.0 50.5 33.3 10.5 2.9 1.9 0.921 
requirements are clear? 
C19 Now, for the above types of managers, please mark TMGR- 3.8 2.9 21.9 32.4 14.3 24.8 1.329 
the one which you would prefer to work under PRE 
C20 And, to which one of the above five types of TMGR- 6.7 33.3 22.9 21.0 5.7 10.5 1.436 
managers would you say your own manager most COR 
closely corresponds? 
C21 How often do you feel nervous or tense at work? FL-N-T-W 6.7 0.0 7.6 37.1 33.3 15.2 1.226 
C22 A company or organisation's rules should not be RULE-BRO 3.8 13.3 25.7 14.3 32.4 10.5 1.372 
broken - even when the employee thinks it is in the 
best interest of the organisation 
C23 Most people can be trusted TRUSTED 1.0 1.9 26.7 8.6 44.8 17.1 1.168 
C24 Quite few employees have an inherent dislike of WORK-DIS 2.9 21.9 49.5 10.5 12.4 2.9 1.084 
work and will avoid it if they can 
C25 A large corporation is generally a more desirable LARG- 1.9 9.5 16.2 15.2 46.7 10.5 1.242 
place to work than a small company DWP 
C26 A corporation should have a major responsibility for RESP-EF 1.9 58.1 32.4 3.8 3.8 0.0 0.774 
the health and welfare of its employees and their 
families 
C27 Competition among employees usually does more COMP-INT 2.9 10.5 22.9 12.4 41.0 10.5 1.319 
harm than good 
C28 Employees in industry should participate more in the EMP-PATD 1.9 21.0 48.6 12.4 15.2 1.0 1.035 
decisions made by management 
C29 Decisions made by individuals are usually of higher INDVD-Hl 1.9 4.8 12.4 13.3 43.8 23.8 1.218 
quality than decisions made by groups 
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C30 A corporation should do as much as it can to help SOC-PROB 2.9 32.4 43.8 8.6 11.4 1.0 1.037 
solve society's problems ( e.g. poverty, 
discrimination, pollution etc.) 
C31 How frequently are subordinates afraid of express AFR-DISA 3.8 17.1 38.1 27.6 10.5 2.9 1.087 
disagreement with their superior [chargehand, 
/foreman,lsupervisor,lmanager 
C32 How long do you think you will continue working CONTW-YR 6.7 13.3 14.3 27.6 19.0 19.0 1.5 
for this company? 
C33 How often would you say your immediate MGR-HELP 5.7 24.8 18.1 29.5 11.4 10.4 1.401 
manager/boss is concerned about helping you get 
ahead? 
C34 If an employee did take a complaint to higher COMP-SUF 4.8 16.2 28.6 20.0 30.5 0.0 1.217 
management, do you think he/she would suffer 
later on for this ( such as getting a smaller salary 
increase, or getting the less desirable jobs in the 
department, etc.) 
C35 Are you :-Male (unmarried)Male (married)Female MAR-STST 2.9 29.5 61.0 1.9 4.8 0.0 0.754 
(unmarried) Female (married) 
C36 How old are you? AGE-YRS 2.9 9.5 27.6 7.6 1.0 0.0 
1.0 34.3 11.4 4.8 0.0 0.0 1.459 
C37 How many years of formal school education did EDUC-YRS 2.9 2.9 5.7 7.6 6.7 15.2 2.835 
you complete? 
1.9 21.9 13.3 12.4 9.5 
C38 How long have you been employed by this PER-INCO 3.8 12.4 27.6 31.4 
company? 15.2 9.5 1.255 
C39 What kind of work do you do? KIND-WOK 13.3 5.7 26.7 7.6, 8.6, 10.5 2.312 
8.6, 19.0 
C40 What nationality are you? COUNTRY ZIM ZIM ZIM ZIM ZIM ZIM ZIM 
176 
Chapter 7 Discussion and Conclusions 
Chapter Seven 
Discussion Conclusions and Future Work 
7.0 Introduction 
This chapter discusses the contribution and implications of the research findings to 
organisations in Zimbabwe and Less Industrialised countries (LICs). Zimbabwe and 
other LICs are faced with globalisation of Manufacturing and business organisations, 
a reorganisation that requires use of new manufacturing systems and business 
organisation concepts like Agile corporation, Fractal factory concept, Virtual 
organisation, Networks of Business Structures, Holonic and Bionic manufacturing 
organisation. All of these take advantage of developments in electronic 
communication systems, computers and transportation networks that have reduced 
the distance between the customer, supplier and the manufacturer. Zimbabwe and 
LICs in general are likely to remain the candidates of further underdevelopment if 
manufacturing and business organisations in these countries ignore these necessary 
changes. 
It was therefore the aim and objective of this research to investigate the influence of 
culture on manufacturing and business organisation in relation to these new trends of 
globalisation. The research proposes ways and procedures for Zimbabwe and LICs in 
general to take advantage of modem manufacturing systems and technologies, which 
seem to offer advantages at lower capital costs compared to what AMTs used to 
offer. The research also proposes that modem manufacturing systems can be 
implemented in Zimbabwe and LICs with some modification to suit national culture. 
The theme of the project was that culture (national and organisational cultures) 
influences the success of modem manufacturing systems. 
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7.1 The Hypothesis 
1 New forms of manufacturing organisation are appropriate for Zimbabwe 
2 National culture is influential in the design and approach to the business 
organisation in Zimbabwe. 
3 An organisational culture is significantly influenced by national culture 
7.2 The Findings of the research 
As was stated earlier the overall objectives of this research were to test the 
appropriateness of new forms of manufacturing organisations in Zimbabwe and in 
Less Industrialised Countries (LICs) in general. And suggest how industrial 
organisation should be designed in terms of the determinants discussed in Chapter 
four. 
The results in terms of the Four Dimensional Model (4DM) of national culture show 
that Zimbabwe's national culture is mathematically similar to other national cultures 
investigated by Hofstede [41,42). By inserting the results of this work into 
Hofstede's results Zimbabwe was generally among the clustered countries, besides in 
the two cases shown in Figures 6.1 0 and 6.12, where the results show Zimbabwe's 
national culture among the non-clustered countries, with a few countries like 
Argentina, India, Spain, Israel and South Africa (Figure 6.10), and Jamaica and India 
in Figure 6.12. The only noticeable similarity of Zimbabwe with some of these 
countries: India, Jamaica and South Africa is the use of English as an official 
language and that they are former colonies of Britain [51]. The other similarity which 
is found in all these countries is the extended' families social structures 
[59,72,89,90,195,211,223,224,242], which are vertical and controlled by a common 
need of keeping the family together, headed by the eldest member of the family 
[89,90]. Family needs come first for every member and members are identified by 
the success of the whole family not individual member's success. 
The Hofstede's Four Dimensional Model (4DM, see Table 7.1) on national culture 
and the Six Dimensional model (6DM, see Table 7.2) on organisational culture seem 
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to suggest that national culture is different from organisational culture. This might be 
true, but in the author's opinion, the two models deal more with organisational 
culture than national culture. In the first place the Hofstede' s Four Dimensional 
Model (4DM) is based on company data, collected from the same company in 
different countries [41,42,124,125], which does not mean that IBM in different parts 
of the world changes its corporate cultural characteristics, because it is located in 
Zimbabwe or any other part of the world. IBM changes only those areas that are 
required by the laws of the country and incorporate the changes into its company 
wide strategy within that country, at the same time maintaining its corporate culture. 
Employees are trained to value the needs of IBM and how IBM does business not 
how local people do business. Whilst one may argue that IBM was not a variable in 
the data collected and analysed by Hofstede [41,42,], one is also tempted to think that 
IBM principles are not changed by relocation, but improved with relocation or when 
opening a new branch somewhere in a new country by the addition of new ideas from 
the new location. This is what makes IBM an international or global organisation. 
The 4DM may show some national cultural characteristic, but the dimensions reflect 
the organisational characteristics of IBM in different locations and how the 
organisational culture ofIBM changes as it moves from one country to another. Such 
sentiments are also echoed by Hampden-Turner, C and Trompenaars F [272] in 
response to Hofstede's criticism [271] ofTrompenaars' book called "Riding the waves 
of culture: understanding cultural diversity in business". 
In terms of cultural influence on industrial organisation the results as discussed in 
chapter six do show that culture is a factor that has some influence on industrial 
organisation, the way business is structured and management style. Data collected 
from Zimbabwe's various manufacturing organisations show that national culture has 
some influence on organisational culture. The summaries of the results from the 
cultural diagnosis of Zimbabwe are shown in Tables 7.1 and 7.2. 
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Table 7.1 The Hofstede's Four Dimensional Model (4DM) results of Zimbabwe's 
National Culture 
I 
2 
3 
4 
The 
Nati 
Four Dimensions of 
onal Culture 
er Distance Pow 
Unc ertainty Avoidance 
Indi vidualismlcollectivism 
Mas culinity IF emininity 
Minimum Maximum Mean Index 
Index Value Index Value Value 
57 82 69.5 
32 51.1 41.6 
49 53.1 51.1 
49.5 53.3 51.4 
In designi ng industrial organisations for Zimbabwe the influence of the four national 
mensions on their own is not very clear, as it cannot be said having high 
bad or low indexes are good as mentioned by Hofstede in his two major 
ndustrial or organisation culture [41,42]. But their influence becomes more 
m creating an organisational culture. The national culture should be the 
mt for the creation of an organisational culture. What have been seen from 
culture di 
indexes is 
books on i 
important' 
starting po' 
the literat 
necessary t 
identify wi 
way things 
ure survey on the effects of culture on industrial organisation is that it is 
o have an organisational culture in which members of an organisation can 
th [41,42,271,272,273,276]. And that organisational culture smoothes the 
are managed and defines the communication structures of the company 
[124,276]. 
The results for national culture show that Zimbabwe has a high power distance index 
), meaning that Zimbabwean workers are more dependent on others than 
om other countries, for example British workers (PDI=35) [41,42,124]. 
and Table 6.3 corroborate this notion that Zimbabwean workers are more 
on others, the mean PDI is higher for the unskilled workers (semi-skilled 
(PDI:69.5 
workers fr 
Figure 6.3 
dependent 
and clerks 80.9 and 83) as compared to that of managers and professionals 
(profession als and managers 76 and 75). On answering the three major questions 
alculate PDI: How often subordinates feel afraid to disagree with their 
82.9% of the respondents were afraid to disagree with their superior. On 
ey would prefer a superior who makes decisions in a manner which is 
s opposed to consultative, only 24.8% of the respondents preferred a 
ha makes decision in a directive manner and 71.4% of the respondents 
used to c 
superiors, 
how far th 
directive a 
manager w 
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preferred a consultative manager. And on how far their own superior is in their eyes 
directive as against consultative, 56.2% of the respondents view their superiors as 
making decisions in a directive manner and only 37.1% of the respondents view their 
managers or superiors as making decisions in a consultative manner (see appendix 3 
and 4). 
It is therefore important that in designing organisations for Zimbabwe, that they 
reflect the dependency characteristic of the workers in general, especially those at the 
lower level of the organisation, with clear reporting and communication structures 
and well defined job situations where the requirements are clear, a notion supported 
by the results from the respondents answers on how important it was for them to 
work in a well-defined job situation where the requirements are clear (see appendix 3 
and 4, W-D-JOB). 94.3% of the respondents answered that it was of utmost 
importance, very important and of moderate importance for them to work in a well-
defined job situation where the requirements were clear. 
Zimbabwe's Uncertainty Avoidance Index (UAI) has a mean value ofUAI=41.6, as 
indicated by answers to three questions 21, 22, and 32. On how readily company 
rules should be broken (22), 39% of the respondents agreed and strongly agreed 
whilst 42.9% of the respondents disagreed and strongly disagreed and 18.1 % of the 
respondents was undecided. On how long the person responding is likely to stay with 
the company (32), only 19% of the respondents were remaining with their companies 
until they retire, 46.6% of the respondents were leaving their companies in two to 
five years whilst 27.6% of the respondents would leave the company in more than 
five years or before they retire. On how often the respondent feels nervous or tense at 
work (21), 44.1 % of the respondents usually and always feel nervous and tense at 
work, whilst 33.3% of the respondents seldom feel that way. Only 15.2% of the 
respondents never feel nervous and tense at work (see appendix 3 and 4). 
With these results, when designing business organisations for Zimbabwe one has to 
consider ways for reducing manpower turnover or else the organisation will become 
a training school for other companies [51]. The results for question 32 (see appendix 
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3 and 4 CONTW-YRS) show that if such ways are not considered many employees 
will move to other organisation looking for security, better working conditions and 
better remuneration within two to five years. 
Zimbabwe has a mean value of Individualism/collectivism index (IDV) equal to 
51.1, which shows that in designing business organisations in Zimbabwe one has to 
consider a combination of high power distance and high individualism. Individualism 
Icollectivism index influences the relationships between members of the 
organisation. In designing organisations for Zimbabwe it is suggested that 
management of human relations should be given higher consideration. These two 
indexes: PDI and IDV have more influence on the design of the structures of an 
organisation communication and the managing of human relationships. In figure 6.8 
the inserted position of Zimbabwe shows that Zimbabwe is on the border of large 
power distance-collectivist and large power distance-individualist. 
Therefore with the results on PDI and IDV, it is suggested that organisations in 
Zimbabwe should be designed to have clear communication lines and structures that 
are well defined and clear for the workers to know who to report to in a bottom to top 
and top to the bottom of the organisational structures. At certain levels of the 
organisation where power distance and IDV indexes are lower some form of 
horizontal communication could be used. Whilst at the lower level of the 
organisation top to bottom and bottom to top communication structures are likely to 
work better as compared to the top level of the hierarchy as shown in Figure7.!. 
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At the top level of the organisations (managers and 
professionals) in Zimbabwe a directional 
communication structure should be considered 
horizontal and vertical (High power distance 
Individualist!Collectivist) 
At the bottom layers ofthe organisation a 
vertical (top down and down top) 
communication structures are more 
suitable (High power distance 
Individualist! collectivist) 
Discussion and Conclusions 
Figure 7.1 The power Distance based organisation structure for Zimbabwe. 
The Masculinity/Femininity index (mean value of MAS~51.4) suggests that 
Zimbabwe is a masculine-feminine society. The calculations, the results shown in 
Table 6.8 show that Zimbabwe has on the masculinity pole MAS=52.96 whilst on the 
Femininity pole MAS = 52.7 on some indicators and on average Zimbabwe has 
MAS=48.23. With these results it is suggested that the influence of this dimension on 
organisation design is not very decisive as applied to a Zimbabwean society. This is 
also explained by the definition of this index, [41,42.124,276] that takes caring as 
being femininity and non-caring as maSCUlinity. 
The 4DM model results as discussed above show that some of the dimensions are 
more important to the design of business organisations in Zimbabwe than others. The 
two found to be very important are power distance and individualism! collectivism 
dimensions. A combination of the four dimensions suggests no clear guidance to 
organisations in Zimbabwe as to how they should be designed. But in their individual 
form the four national culture dimensions results suggest that organisation in 
Zimbabwe should be designed on a power distance based model with all other 
dimensions being used to support the power distance structures of an organisation. 
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The second part of the results, from the Hofstede's Six Dimensional Model (6DM) of 
an organisational culture (see Table 6.14 in chapter 6 and Table 7.2 below), show a 
mixed picture of the characteristics of the practices of industrial organisations in 
Zimbabwe. In designing Business organisations for Zimbabwe the customary ways 
of going about things, which is revealed by the Hofstede's six dimensions of 
organisational culture in Table 7.2 should be considered in conjunction with the 
Hofstede's Four Dimensional Model (4DM) discussed above. 
Table 7.2 The Hofstede's Six Dimensional Model (6DM) results for Zimbabwe's 
Industrial Organisations 
Dimension % 
1 Process/Result oriented 51.4/35.8 
2 Job/Employee oriented 24.8/61. 
3 ParochiallProfessional 24.8/60.7 
4 Closed/Open system 35.8/50.6 
5 TightILoose control 24.2/56.2 
6 Normative/Pragmatic 83.8/6.7 
On the ProcesslResult oriented dimension, Zimbabwean organisations show that 
employees are more concerned with means rather than the ends, (51.4% of the 
respondents). This finding is collaborated with the high power distance index (69.5), 
which showed that the workers are more dependent on others. In a process oriented 
organisation employees follow instructions or procedures of how to do a job as 
instructed by a superior person or a professional person. Managers are more 
concerned with how work (procedures) is done rather than the results. 
On the JoblEmployee oriented organisational dimension, Zimbabwean employees in 
industrial organisations prefer management to focus on the people doing the job and 
their problems (61 % of the respondents) rather than getting the job done (24.8% of 
the respondents). This is corroborated by the responses on questions 26 and 30. On 
question 26, "A corporation should have a major responsibility for the health and 
welfare of its employees and their families", 90.5% of the respondents agreed and 
strongly agreed to the company taking major responsibilities for the welfare of the 
employees and their families (see appendix 3 chart29). On question 30 "A 
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corporation should do as much as it can to help solve society's problems (e.g. 
poverty, discrimination, pollution etc.)", 76.2% of the respondents agreed and 
strongly agreed that the company should get involved in solving society problems 
(see appendix 3 chart 32). These two questions reflect more on the femininity pole of 
the MAS index. 
On the ParochiallProfessional dimension, Zimbabwean employees in industrial 
organisations identify themselves with the type of work that they do (professional 
60.7% of the respondents) rather than parochially (24.8% of the respondents) see 
Table 6.12 only parochially oriented respondents preferred the organisations to be 
responsible for the welfare of their families and themselves (question 26) whilst 
professional oriented preferred freedom (question7) and variety and adventure 
(question 15). This organisational dimension is corroborated by the 
individualism/collectivism and power distance, the national cultural dimensions 
which show that in designing organisations for Zimbabwe there should be two 
systems of communication a vertical and horizontal at the upper levels (managerial 
and professional levels) and vertical on the lower levels (unskilled, semi-skilled and 
skilled workers) of the organisation structures (see figure 7.1). 
The Closed/Open system dimension showed that Zimbabwean employees quickly 
accept new members in their work units. On average for the four indicators for this 
dimension 50.6 of the respondents showed that willingness to welcome new 
members without having to trust them. There are two questions, which corroborated 
this finding, question 8 and 17. On question 8 "Work with people who co-operate 
well with one another?" 84.7% of the respondents found it important and very 
important to work with people who co-operate. And on question 17 "Have an 
opportunity for helping other people?" 74.3% of the respondents would like to have 
an opportunity to help others in their working enviromnent. In designing business 
organisations in Zimbabwe this may be of no influence to the structure of the 
organisation, but in understanding the atmosphere new members will meet when 
joining the company. 
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On the Tight/Loose control dimension, Zimbabwean employees according to this 
result (56.2% of the respondents on average prefer a loose control system, whilst 
24.2% prefer tight control) shows that they prefer informality than a tightly 
controlled working environment. This contradicts the process orientation dimension, 
which showed that they prefer following written procedures in performing a job 
rather than having a loosely defined prescription for jobs. 
On the NormativelPragmatic dimension, Zimbabwean employees prefer to follow 
rules and procedures to the letter (83.8%) rather than giving attention to the 
practicality and results, even if rules and procedures are violated. (6.7%). The high 
power distance index and the process orientation discussed above supported this. 
Therefore in designing organisations for Zimbabwe, this dimension in conjunction 
with the power distance, individualism/collectivism and the process orientation 
should be considered as the most important variables. 
The Hofstede's Six Dimensional Model show varying emphasis in the practices 
found in Zimbabwean organisations. Each dimension defines the way things are done 
in a particular organisation. In this case the model results show no particularly 
preferred way of doing things in Zimbabwean industrial organisations. With these 
results we cannot reach a particular conclusion on the way Zimbabwean industrial 
organisation should be designed, but each dimension of the six dimension when 
considered separately, show that depending on the nature of the business than these 
dimensional results could be used to guide in the structuring or restructuring of any 
organisation in Zimbabwe and in LIes in general. 
When the two models are put together, Zimbabwe has a high power distance culture, 
which has both individualistic and collectivism tendencies at national culture level. 
At organisational level, organisation culture results show a mixed picture. Most of 
the organisations in Zimbabwe are process and employee oriented, normative and 
prefer an open and loose control system and are professionally oriented. 
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Figure 7.2 The Nature of cultural differences at national, occupational and 
organisational level (extracted from Cultures and Organizations: Software of the 
Mind by Hofstede (42J) 
The difference between national culture and organisational culture is mainly seen in 
the different roles played by each in the manifestation of the cultures. For 
organisational cultures, a research project reported in Hofstede's book [42] found that 
value versus practices to be exactly the reverse with respect to the national culture. 
From figure 7.2, culture is a combination of values and practices, with values more 
pronounced in the national culture and practices more pronounced in organisational 
culture. Be it national culture or organisational culture values and practices are 
present in varying levels. The dimensions of national culture and organisational 
culture which we are suggesting as important in designing industrial organisations in 
LIes and Zimbabwe are shown in Figure 7.2 practices and values in relation to 
national culture and organisational culture. 
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Figure 7.3 An Ideal Organisational culture [240], 4DM four dimensional model of 
national culture, 6DM six Dimensional Model of organisational culture, Po Vo 
practices and values found in both organisation society, and Pn Vn Practices and 
values found in both organisation and society in different magnitudes depending the 
culture being referred to. For organisational culture Pn is > Pnfor national culture 
andfor national culture Vn is > Vnfor organisational culture. 
Figure 7.3, shows that in any given nation or organisation there is a certain level of 
values (Vo) as well as practices (Po). The national culture is characterised by having 
high level of values (Vo+Vnc) and low level of practices (PO+Pnc)' whilst 
organisational culture has low level of values (Vo+V 00) and high level of practice 
(Po+P 00)' An ideal organisation would be the one that blends its organisational culture 
(practices) with the national culture (values). Therefore in designing global 
organisations, the influence of national culture should be assessed and considered as 
a variable, varying as the operations of an organisation move around the world. 
Although the values of Pn and Vn are difficult to measure, a cultural diagnosis will 
provide a clear picture of the local environment as well as the culture local 
employees prefer to work in. It is a necessity that the organisational culture be 
compatible with the national culture, that compatibility is achieved when the values 
of P and V are almost balanced. The balance is achieved through training and 
188 
Chapter 7 Discussion and Conclusions 
education of employees about the practices of the organisation and training the 
managers on the values and attitudes of the new environment and the employees 
derived from their national culture. 
The results shown in Table 6.16 and summarised in Table 7.2 of the multi-
dimensional model of organisational culture, 6DM, for Zimbabwean manufacturing 
organisations does not show the bad or good of the organisations which took part in 
this research. But the results reflect the orientation of the organisations in terms of 
the six dimensions. What is good or bad, according to Hofstede [125] depends in 
each case on where the organisation wants to go and a cultural feature that is an asset 
for one purpose may be unavoidably a liability for another purpose. The results 
reflect the general organisational culture trends found in most organisations in 
Zimbabwe. 
According to the results, Zimbabwean organisations are process and employee 
oriented, and employees prefer a loose control and an open system, which is 
professional and normative. Therefore depending on the business an organisation is 
in, the values of these six dimensions will vary from one organisation to another. For 
example, food processing organisations may stress process orientation, whilst for an 
organisation manufacturing and supplying standard parts this maybe unnecessary or 
dysfunctional. 
7.2.1 Zimbabwean Culture vs. The cultures Associated with Modern 
Manufacturing Organisations (MM Os). 
Zimbabwean culture as discussed earlier at national level is high power distance 
based, with some femininity and collectivism blending, starting at family level there 
are pre-defined power structures, mainly based on age differences and status within 
the family hierarchy [89,90]. At organisationa1level the culture is based on power 
distance according to the results discussed earlier. The cultures associated with 
MMOs have some mixed combinations of these dimensions as shown in Table 7.3. 
The main cultures associated with modem manufacturing organisations are found in 
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Asia represented by Japan, Europe represented by fourteen countries and the USA 
representing North America [41,42]. Table 7.3 shows the comparisons of 
Zimbabwe's culture at national level with the cultures associated with MMOs. 
Table 7.3 Zimbabwean Culture versus the Cultures associated with MMOs. 
4DM Zimbabwe Europe Japan USA 
PDI HIGH LOW* HIGH LOW 
UAI LOW HIGH* HIGH LOW 
mV/COL COL HIGH lDVHIGH* COL HIGH IDVHIGH 
MASIFEM FEMHIGH MASHIGH* FEMHIGH MASHIGH 
* Average values for the fourteen European countrzes considered In Hofttede's 
research [41,42]. 
There are some similarities of Zimbabwe's national culture with that of Japan, but not 
with Europeans and the Americans. The similarities do not suggest that Japanese 
manufacturing systems can be implemented in Zimbabwe without some 
modifications. This only suggests that some of the characteristics of Japanese culture 
are similar to those found in Zimbabwe. For example Quality circle is the natural 
Japanese way of working together [278]. This is similar to Nhimbe1, which is a 
natural way of rural Zimbabwe of working together in their fields. 
The position of Zimbabwe on Hofstede's 4DM as discussed in chapter 6 has some 
implications to future users of this research, which needs to be clarified. The 
positions may be viewed as though manufacturing systems organisation applicable in 
some countries may be used in Zimbabwe without major changes. This may be true 
at the top level of the organisational structures where most of the employees 
(managers) are internationally trained, but not at the lower levels where the level of 
education is very low. The users of this work in Zimbabwe should understand that 
there are a number of views which can be expressed from these same results, which 
is why it was concluded by Hampden-Turner and Trompenaars [272] that their views 
and those of Hofstede are inadequate and much more work needs to be done. This 
work alone is inadequate, more work needs to done and it is suggested that users of 
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this work should think for themselves and develop their own approach. This work 
should be a starting point. 
The link between Hofstede's 4DM and 6DM is shown in figure 7.2, whereby the two 
models are linked through "values" and "practices" as explained in figure 7.3. 
Organisational culture is built upon the national culture [42]. 4DM is more to do with 
the national culture while 6DM is a continuation of 4DM focusing on the 
organisation. 
7.3 Conclusions To Be Drawn from This Research 
The research findings presented in this work have examined the characteristics of 
Less Industrialised Countries (LICs), all represented by Zimbabwe; the modem 
manufacturing technologies which are appropriate for Zimbabwe and the 
determinants of the success of the new manufacturing systems in Zimbabwe. Of all 
the determinants (factors) culture was seen to have the overall influence on all 
aspects of organisational life and that national culture has some influence on 
organisational culture. 
A number of conclusions can be drawn from this research. The first and perhaps the 
most important conclusion is that 
• Organisations moving into Zimbabwe need to gain an understanding of 
existing culture, adopt compatible organisations, and then educate the 
workforce to be able to adapt to more modem structures. 
The second important conclusion is that 
• More in-depth fieldwork is needed in any attempt to understand culture 
and its relationship with manufacturing organisation. 
It is also concluded from these results that national culture and organisational culture 
should be blended for the success of implementing the new forms of manufacturing 
organisations in LICs and Zimbabwe. 
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The new forms of manufacturing organisations are appropriate for Zimbabwe as long 
as the social elements of their structures are blended with Zimbabwean national 
culture as well as the human resources development programs are put in place to 
improve the blending process. 
It is also concluded from these results that national culture has an influence on the 
design and approach to business organisations in Zimbabwe. Whilst it was agreed 
that the 4DM and 6DM models are both more related to organisational culture than 
national culture, it was seen that the relationship between the two models is through 
values and practices found both in a society and in organisations. In designing 
organisations the social element is more related to values mainly found in the 
national culture than in organisational culture. And that organisational culture is 
developed from the national culture. Therefore in designing manufacturing 
organisations, national culture should be considered as one of the factors, which 
determines the success of an organisation. In the case where an organisation is being 
transplanted into Zimbabwe the national culture should be diagnosed and its aspects 
be taken aboard where necessary in the formulation of a new organisational culture 
suitable for Zimbabwe in line with our results. 
Zimbabwean organisations were found to have high power distance between the 
subordinate and the supervisor or manager. A characteristic found in most 
developing countries. The results on organisation culture were found to be 
inconclusive because on all the dimensions as shown in Table 6.16 and sununarised 
in Table7.2, results show a mixture of orientations some which conflict. 
7.4 Limitation oftMs Research 
One of the drawbacks of this research is its limited sample size. It is very difficult to 
persuade organisations to take part in organisational research, especially when the 
researcher is far away from the organisations being persuaded to take part. The 
sample here is fairly small compared to Hofstede's sample collected through a 
number of years. The sample here was collected in only two months. 
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In order to derive meaningful results comparable to the results of Hofstede it would 
be preferable to increase the sample size and the range of organisations spread 
through out Zimbabwe. This would allow the data to be more representative of the 
national culture and the possibility of using matched samples from each organisation. 
And because of the different cultures found within Zimbabwe itself it would have 
been necessary to divide Zimbabwe into at least ten regions, representing the major 
languages used in different parts of Zimbabwe. It would be necessary to compare the 
sub-cultures of the regions and then what could be tenned the national culture of 
Zimbabwe which, can then be compared with Hofstede's results. 
This particular research and the results interpretation were limited to some extent 
because the research was based on the research work done by Hofstede [41,42] and 
others that tried to follow and explain it [37,113,124]. 
7.S Recommendations And Implications Of This Work 
This section discusses recommendations and implications of the research findings to 
the Government of Zimbabwe, local Entrepreneurs, and multinational companies. 
7.5.1 Local Entrepreneurs 
Traditionally organisations in Zimbabwe are designed as shown in Figure 7.4, 
management control everything and every decision made by professionals below 
them has to come back to be approved by the manager at the top level, even middle 
management do not make final decisions unless approved by those above them. 
Management issue instructions monitor the progress and approve progress. The 
results show that this is not what most employees prefer. They want some 
responsibilities and to make some real contribution to the success of their 
organisations as shown in Bar Chart 27 (see appendix 4), 98.1 % of the respondents 
found it to be of utmost importance to moderate importance making a real 
contribution to the success of their organisation. Whilst 1.9% of the respondents said 
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it is of no importance. Therefore delegation or distributing power downwards may be 
to make the employees feel important, needed and responsible for their work and 
results, and the success of the company in general . 
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Figure 7.4 The Traditional way ofIndustrial Organisation Management in Zimbabwe 
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Instead of management issuing instructions, monitoring and taking corrective actions 
they should give their employees more responsibilities through training and 
teamwork approaches. Workers in Zimbabwe in general have shown that they do like 
to have the opportunity of helping others: 96.2% of the respondents found it very 
important to have that opportunity (see appendix 4 Bar chartl5) and have challenging 
tasks that will give them a sense of accomplishment: 98.1 % of the respondents found 
also very important to have a challenging job that gives them a sense of 
accomplishment (see appendix 4 Bar chart 5). 
Management of local organisations should also concentrate on leadership and 
supervision development, results on questions 31 and 33 (see Bar Charts 2 and 22 
appendix 4) show that there is lack oftrust between subordinates and their immediate 
superiors, which can only be attributed to poor leadership ( autocratic) and 
management at the level of middle management. 
The other area which local entrepreneurs should put more effort into is improving the 
conditions of employment. Conditions of employment are the first point for the 
development of an excellent organisational culture. Results show that most 
employees are contemplating changing their employment within two to five years 
and before they retire. Of all the respondents only 19% are staying until they retire 
(see appendix 3 and 4). The conditions should make employees feel that: 
• They are equally treated in terms of car parking, eating facilities, toilets 
and so on. 
• they are involved in decisions to which they can contribute, and are kept 
informed about areas of business they cannot; 
• there is equal opportunity for promotion; 
• there is fair day's pay for a fair day's work; 
• there is a fair pay structure and benefits package; 
• the benefit of improved company results is shared and 
• They are wanted and important to the organisation. 
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The design of industrial organisation in Zimbabwe as these results suggest, should be 
targeted at human resources development and management. 
7.5.2 Recommendation To The Government 
In Zimbabwe a number of manufacturing and industrial organisations are still 
controlled by the government. Most of these public enterprises are losing their 
workers to private companies after providing training in public owned enterprises 
they move on looking for better working conditions and better remuneration. The 
recommendations made in the previous section also apply to government enterprises. 
It is in government enterprises where power distance is very pronounced because of 
the bureaucratic nature of their operations. 
7.5.3 Multinational Companies (MNC) 
The Contrasting organisational culture dimensions discussed above suggest that 
multi-national companies also face problems when doing business in Zimbabwe and 
other LICs. The organisational culture at the home office may be quite different from 
that in Zimbabwe subsidiaries. There are three areas where the results seem to be 
influenced by national culture and organisational culture: the structure of an 
organisation, Processes and human resources Management. 
As international competition intensifies the need for global competitive advantage is 
tempered by the needs and wishes of the host nations and by the diversity in their 
markets. The need for national responsiveness and the needs for international 
integration often conflict and managers within multinational companies are 
continually faced by problems of managing the tensions that result [116]. Until 
recently management tasks at MNCs headquarters remained simple and limited in 
scope, mainly finance and treasury functions, technology transfers, and sometimes 
export co-ordination. Competitive pressures were limited because tariff barriers 
protected national markets and the position of the firms in each national market was 
negotiated with the government rather than decided by international competition. 
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This is now in the past; all companies need to compete at the global level as most of 
the restrictions have been removed in Zimbabwe and other LICs. 
The recommendations made above to local enterprises apply to MNCs in Zimbabwe 
as well. MNCs moving to Zimbabwe and other LICs where power distance is very 
pronounced at national cultural level as shown by the results in Table 7.1. should 
change their structures, which involves redesign division, departments and units to 
suit the power distance culture. When structural changes result in new tasks, new 
interpersonal relationship and new enviromnental challenges, there is a tendency to 
create a new organisational culture. For MNCs to create a new organisational culture 
it should be understood as shown from these results that organisational culture is a 
product of national culture. Zimbabwe's national culture is power based, therefore 
organisations moving from low power distance cultures for example UK, will need to 
modify their communication structures to suit the local culture. 
The second area MNCs change at organisational level is the processes, which 
includes new procedures, different communication links, different control systems 
and ways of introducing new technologies. From the results it was shown that 
workers in LICs and Zimbabwe in general are process-oriented and prefer loose 
control systems. Therefore introducing the new procedures of doing things they may 
have to take on board some procedures that are new to the operations of MNCs to 
accommodate the way things are done in Zimbabwe. The other way processes can be 
changed is by sending major personnel for training at MNC locations and to send the 
relocating personnel to study the culture of Zimbabwe. 
The third area MNCs should deal with is the human resources management and 
development, which include determining the type of people who will be hired, and 
the promotion policies. This means people with certain cultural values may be 
rejected despite the fact that they can do the work as well as any who are hired. 
Depending on the organisational culture the MNC wants, human resources 
management policies can be formulated such that all individuals, groups and 
subsidiaries in Zimbabwe can have similar values and work well with the head 
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office. The Hofstede's 6DM show a mixed picture of organisational culture in 
Zimbabwe, depending on the direction and culture the MNC want to create these 
results may be used as a guide in creating the type of culture suitable for their 
operations. 
While the results on national culture of Zimbabwe are mathematically similar to 
other countries in Hofstede's work [41,42), Zimbabwe's national culture is extended 
family based with power structures defined in terms of age and seniority. In addition 
to the dominant international view, it is possible to build within the MNCs ranks 
sensitiveness to local culture and conditions. 
7.6 Future Work 
This research, like any other research, has raised many more questions than it has 
answered. The issue of this research, to investigate the effects of national culture on 
manufacturing and business organisation culture in Zimbabwe has been achieved, 
although the results show a mixed picture of the influence, it was seen that national 
culture influences some aspects of an organisations. There are other factors, which 
need to be investigated which may have more influence on manufacturing and 
business organisation in Zimbabwe and the LICs in general. These are the influence 
of the level of infrastuctural development, political and social development. This 
work only touched the cultural influence, which may also require some further 
investigation. 
This work was limited in its scope because some data that could have been used were 
impossible to get from Zimbabwe through the post. A number of field trips were 
required in order to test and monitor the results of this research. In the future this 
work may need to be taken a step further in Zimbabwe itself, to measure the 
influence of national culture on organisational culture. 
The effects Infrastructural, political and social developments (transport and 
telecommunication) on manufacturing organisations in LICs countries need to be 
198 
~------ --- -
Chapter 7 Discussion and Conclusions 
investigated. The new forms of manufacturing and business organisation depend 
heavily on the capability of a country to support industries, an effective 
telecommunication system and transportation network, markets and financial systems 
that support its own industries. 
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7.7 Summary of chapter 7. 
This chapter covers the discussions of the results, the conclusions reached from the 
results. Included in this chapter are recommendations and implications of the 
research findings to the Government of Zimbabwe, local Entrepreneurs, and 
multinational companies. 
The main conclusions reached are 
• Organisations moving into Zimbabwe need to gain an understanding of 
eXisting culture, adopt compatible organisations, and then educate the 
worliforce to be able to adapt to more modern structures. 
• More in-depth fieldwork is needed in any attempt to understand culture 
and its relationship with manufacturing organisation. 
• National culture and organisational culture should be blended for the 
success of implementing the new forms of manufacturing organisations in 
LIes and Zimbabwe. 
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Appendix 1 The Questionnaire 
APPENDIX 1 
THE QUESTIONNAIRE 
CULTURAL VALUES SURVEY IN ZIMBABWE'S INDUSTRIAL 
ORGANISATIONS QUESTIONNAIRE 
The questionnaire is a modified version of Hofstede's [Appendix 4 pp 419 in his book 
Culture's Consequences] recommmended questionnaire on cross-culutral survey studies 
Please think of an ideal job -disregading your present job. In chosing an ideal job, "HOW 
IMPORTANT WOULD IT BE TO YOU" [1- of utmost importance to me; 2- very 
important 3- of moderate importance; 4- of little importance; 5- of very little or no 
importance ] (Please circle one answer number in each line across) 
1 Have a job which leaves you sufficient time for your personal 
or family life? 1 2 3 4 5 
2 Have a challenging tasks to do, from which you can get a 
personal sense of accomplishment? 1 2 3 4 5 
3 Have little tension and stress on the job? 1 2 3 4 5 
4 Have good physical working conditions ( good ventilation and 
lighting, adequate work space etc.)? 1 2 3 4 5 
5 Have a good working relationship with your direct 
superior/manager? 1 2 3 4 5 
6 Have the security of employment? 1 2 3 4 5 
7 Have considerable freedom to adopt your own approach to the 1 2 3 4 5 
job? 
8 Work with people who co-operate well with one another? 1 2 3 4 5 
9 Be consulted by your direct superior in hislher decision? 1 2 3 4 5 
10 Make a real contribution to the success of your organisation? 1 2 3 4 5 
11 Have an opportunity of higher earnings? 1 2 3 4 5 
12 Serve your country? 1 2 3 4 5 
13 Live in an area desirable to you and your family? 1 2 3 4 5 
14 Have the opportunity for advancement to higher level jobs? 1 2 3 4 5 
15 Have an element of variety and adventure in the job? 1 2 3 4 5 
16 Work in a prestigious, successful company or organisation? 1 2 3 4 5 
17 Have an opportunity for helping other people? I 2 3 4 5 
18 Work in a well-defined job situation where the requirements 1 2 3 4 5 
are clear? 
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The descriptions below apply to different types of managers. Please, first read through 
these descriptions: 
Manager 1 Usually makes hisiher decisions promptly and communicates them to hisiher 
subordinates clearly and firmly. Expects them to carry out the decisions loyally and without 
raising difficulties. 
Manager 2 Usually makes hisiher decisions promptly, but, before going ahead, tries to 
explain fully to hisiher surbodinates . Gives them the reasons for the decisions and answers 
whatever questions they may have. 
Manager 3 Usually consult with hisiher subordinates before he/she reaches hisiher 
decisions. Listens to their advice, considers it, and then armounces hislher decision. He/she 
then expects all to work loyally to implement it whether or not it is in accordance with the 
advice they gave. 
Manager 4 Usually calls for a meeting when there is an important decision to be made. 
Puts the problem before the group and invites discussion. accepts the majority viewpoint as 
the decision 
Manager 5 Usually calls for a meeting when there is an important decision to be made. 
Puts the problem before the group and tries to obtain consensus. If he/she obtain consensus, 
he/she accepts this as the discussion. If consensus is impossible, he/she usually makes the 
decision hirnlherseJf. 
19 Now, for the above types of managers, please mark the one which you would prefer 
to work under 
1. Manager 1 
2. Manager2 
3. Manager 3 
4. Manager4 
5. Manager 5 
20 And, to which one ofthe above five types of managers would you say your own 
manager most closely corresponds? 
1. Manager I 
2. Manager 2 
3. Manager 3 
4. Manager 4 
5. Manager 5 
6. He does not correspond closely to any of them. 
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21. How often do you feel nervous or tense at work? 
1. I always feel this way 
2. usually 
3. sometimes 
4. seldom 
5. I never feel this way 
Please indicate your degree of agreement or disagreement with the following statement: 
(1 Strongly agree; 2 agree; 3 undecided; 4 disagree; 5 strongly disagree) 
22 A company or organisation's rules should not be broken -
even when the employee thinks it is in the best interest of the 
organisation I 2 3 4 
23 Most people can be trusted. I 2 3 4 
24 Quite few employees have an inherent dislike of work and 
will avoid it if they can. I 2 3 4 
25 A large corporation is generally a more desirable place to 
work than a small company I 2 3 4 
26 A corporation should have a major responsibility for the 
health and welfare of its employees and their families I 2 3 4 
27 Competition among employees usually does more harm than 
good I 2 3 4 
28 Employees in industry should participate more III the 
decisions made by management I 2 3 4 
29 Decisions made by individuals are usually of higher quality 
than decisions made by groups I 2 3 4 
30 A corporation should do as much as it can to help solve 
society's problems (e.g. poverty, discrimination, pollution I 2 3 4 
etc.) 
5 
5 
5 
5 
5 
5 
5 
5 
5 
31 How frequently are subordinates afraid of expressing disagreement with their superior 
[chargehand, Iforeman,/supervisor,/manager 1 
1. Very frequently 
2. Frequently 
3. Sometimes 
4. Seldom 
5. Very seldom 
32 How long do you think you will continue working for this company? 
3-A 
Appendix 1 The Questionnaire 
1. Two years at most 
2. From two to five years 
3. More than five years, (but I probably will leave before I retire) 
4. Until I retire 
5. Until I get a another job. 
33 How often would you say your immediate managerlboss is concerned about helping you 
get ahead? 
1. Always 
2. Usually 
3. Sometimes 
4. Seldom 
5. never 
34. If an employee did take a complaint to higher management, do you think he/she would 
suffer later on for this ( such as getting a smaller salary increase, or getting the less 
desirable jobs in the department, etc.) 
1. Yes, the employee would definitely suffer later on for taking a complaint to 
higher management 
2. Yes, probably 
3. No, probably yes 
4. No, the employee would definitely not suffer later on for taking a complaint 
to higher management 
35. Are you: 
1. Male (unmarried) 
2. Male (married) 
3. Female (unmarried) 
4. Female (married) 
36. How old are you? 
1. under 20 5. 35-39 
2. 20-24 6. 40-49 
3.25-29 7.50-59 
4. 30-34 8. 60 or over 
37.How many years of formal school education did you complete? 
1. 7 years or less 6. 14 years 
2.9 years 7. IS years 
3.11 years 8.16 years 
4. 12 years 9. 17 years 
5. 13 years 10. More than 17 years 
38. How long have you been employed by this company? 
1. Less than one year 
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2. One year or longer, but less than three years 
3. Three years or longer, but less than seven years 
4. Seven years or longer, but less than fifteen years 
5. Fifteen years or longer 
39. What kind of work do you do? 
A. I am a manager -go to F. 
B. I am not a manager and work most of the time in an office -go to E 
C. I am not a manager and do not work most of the time in an office -go to D 
D. If you are not a manager and you do not work most ofthe time in an office, what 
do you do: 
1. a Work for which normally no vocational training, other than on-job-job 
training, is required (unskilled or semi-skilled). 
2. Work for which normally up to four years of vocational training is 
required (skilled worker, technician, non-graduate engineer, nurse etc.) 
3. Work for which normally a higher-level professional training is required 
(graduate engineer, doctor, lecturer, etc.). 
E. If you are not a manager and you work most of the time in an office, what do you 
do: 
4. Work for normally no higher-level professional training is required 
(clerk, typist, non-graduate accountant, etc.) 
5. Work for which normally a higher level professional training is required 
(design engineer, lawyer, etc.) 
F. If you are a manager, are you: 
6. A manager of people who are not managers themselves( that is , a first 
line manager 
7. A manager of other mangers 
40. What nationality are you? ---------------------------------------------------------------
Add anything you think could be of help to improve manufacturing organisation in 
Zimbabwe 
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Appendix 2 
LETTER OF INVITATION TO TAKE PART 
Pro! ND. Burns and M Chateuka 
Manufacturing Engineering Department 
Loughborough University of Technology 
Loughborough, Leicestershire 
UK 
Tel 0509263171 ext 8253 
Fax 01509 267725 
E-Mail M.Chateuka@lboro.ac.uk 
Dear SirlMadam, 
Mr. M Chateuka 
University of Zimbabwe 
Mechanical Engineering Dept 
P.O.Box MP 167 
Mt. Pleasant, Harare 
Tel (263) 14(4) 303211 ext 1380 
Fax (263) 14(4) 303280 
We are undertaking research into manufacturing organisation and would like to offer 
you an opportunity to take part. The objective of study is to determine the extent to 
which culture and attitudes at work influence the success of a manufacturing 
organisation. We also want to determine changes that should put in place, when 
implementing foreign manufacturing systems and organisational practices for example 
Japanese Manufacturing Systems. 
The information shall be used to access the attitudes, workplace culture and the 
relationship between the workers and managers within a Zimbabwean manufacturing 
organisations. A copy of the results shall be found at the University of Zimbabwe 
library and another one at this University's Library. 
No name of people or organisations taking part are required , therefore no specific 
reference to any single organisation or person will be used in the results publications. 
Yours Faithfully 
MChateuka 
Researcher and co-ordinator 
Phd Student at Loughborough University. 
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APPENDIX 3 
THE DATA SUMMARIES 
The data summaries are arranged in alphabetical order of the codes used to represent 
each question. The bar charts in Appendix 4 are arranged in the same order. For the 
complete questions see appendix 1 and 6. 
AD_TRAIN: Have the opportunity for advancement to higher level jobs? 
1- of utmost importance to me; 
2- very important 
3- of moderate importance; 
4- of little importance; 
5- of very little or no importance 
Valid Cum 
Value Frequency Percent Percent Percent 
1.00 72 68.6 68.6 68.6 
2.00 28 26.7 26.7 95.2 
3.00 2 1.9 1.9 97.1 
4.00 1 1.0 1.0 98.1 
5.00 2 1.9 1.9 100.0 
Total 105 100.0 100.0 
Mean 1.410; Std err 0.074; Median 1.330; Mode 1.0 Std dev 0.756; 
Variance 0.571 Range 4.0; Minimum 1.0; Maximum 5.0; Sum 148.0 
AFR _ DISA: How frequently are subordinates afraid of expressing disagreement with 
their superior [chargehand, Iforeman,/supervisor'/manager] 
I. Very frequently 
2. Frequently 
3. Sometimes 
4. Seldom 
5. Very seldom 
Valid Cum 
Value Frequency Percent Percent Percent 
0.00 4 3.8 3.8 3.8 
1.00 18 17.1 17.1 21.0 
2.00 40 38.1 38.1 59.0 
3.00 29 27.6 27.6 86.7 
4.00 11 10.5 10.5 97.1 
5.00 3 2.9 2.9 100.0 
Total 105 100.0 100.0 
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Mean 2.324; Std err 0.106; Median 2.304; Mode 2.0; Std dev 1.087; Variance 
1.183 Range 5.0; Minimum 0.0 Maximum 5.0; Sum 244.0 
AGE_ YRS: How old are you? 
I. under 20 5.35-39 
2. 20-24 6. 40-49 
3.25-29 7.50-59 
4. 30-34 8. 60 or over 
Valid Cum 
Value Frequency Percent Percent Percent 
2.9 0.00 3 2.9 2.9 
1.00 I 1.0 1.0 
2.00 10 9.5 9.5 
3.00 36 34.3 34.3 
4.00 29 27.6 27.6 
5.00 12 11.4 11.4 
6.00 8 7.6 7.6 
7.00 5 4.8 4.8 
8.00 1 1.0 1.0 
Total 105 100.0 100.0 
3.8 
13.3 
47.6 
75.2 
86.7 
94.3 
99.0 
100.0 
Mean 3.771; Std err 0.146; Median 3.631; Mode 3.0; Std dev 1.495; 
Variance 2.236; Range 8.0; Minimum.O.O; Maximum 8.0; Sum 396.0 
CHAL_TAS: Have a challenging tasks to do, from which you can get a personal 
sense of accomplishment? 
1- of utmost importance to me; 
2- very important 
3- of moderate importance; 
4- of little importance; 
5- of very little or no importance 
Valid Cum 
Value Frequency Percent Percent Percent 
1.00 65 61.9 61.9 61.9 
2.00 34 32.4 32.4 94.3 
3.00 4 3.8 3.8 98.1 
4.00 I 1.0 1.0 99.0 
5.00 1 1.0 1.0 100.0 
Total 105 100.0 100.0 
Mean 1.467; Std err 0.069; Median 1.404; Mode 1.0 Std dev .708 
Variance 0.501 Range 4.0 Minimum 1.0 Maximum 5.0; Sum 154.0 
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COMP _ INT: Competition among employees usually does more harm than good. 
I Strongly agree; 
2 agree; 
3 undecided; 
4 disagree; 
5 strongly disagree 
Valid Cum 
Value Frequency Percent Percent Percent 
0.00 3 2.9 2.9 2.9 
1.00 11 10.5 10.5 13.3 
2.00 24 22.9 22.9 36.2 
3.00 13 12.4 12.4 48.6 
4.00 43 41.0 41.0 89.5 
5.00 11 10.5 10.5 100.0 
Total 105 100.0 100.0 
Mean 3.095; Std err 0.129; Median 3.286; Mode 4.0;Stddev 1.319; 
Variance 1.741; Range 5.0; Minimum 0; Maximum 5.0; Sum 325.0 
COMP _SUF: If an employee did take a complaint to higher management, do you 
think he/she would suffer later on for this ( such as getting a smaller salary increase, 
or getting the less desirable jobs in the department, etc.) 
1. Yes, the employee would definitely suffer later on for taking a 
complaint to higher management 
2. Yes, probably 
3. No, probably yes 
4. No, the employee would definitely not suffer later on for taking a 
complaint to higher management 
Valid Cum 
Value Frequency Percent Percent Percent 
0.00 5 4.8 4.8 4.8 
1.00 17 16.2 16.2 21.0 
2.00 30 28.6 28.6 49.5 
3.00 21 20.0 20.0 69.5 
4.00 32 30.5 30.5 100.0 
Total 105 100.0 100.0 
Mean 2.552 Std err 0.119 Median 2.608 Mode 4.0 Std dev 1.217 
Variance 1.480 Range 4.0 Minimum 0.0 Maximum 4.0 Sum 268.0 
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CONS_DEC: Be consulted by your direct superior in hislher decision? 
1- of utmost importance to me; 
2- very important 
3- of moderate importance; 
4- of little importance; 
5- of very little or no importance 
Valid Cum 
Value Frequency Percent Percent Percent 
1.00 31 29.5 29.5 29.5 
2.00 51 48.6 48.6 78.1 
3.00 16 15.2 15.2 93.3 
4.00 4 3.8 3.8 97.1 
5.00 3 2.9 2.9 100.0 
Total 105 00.0 100.0 
Mean 2.019 Std err 0.091 Median 1.902 Mode 2.0 Std dev 0.930 
Variance 0.865 Range 4.0 Minimum 1.0 Maximum 5.0 Sum 212.0 
CONTW _ YR: How long do you think you will continue working for this company? 
I. Two years at most 
2. From two to five years 
3. More than five years, (but I probably will leave before I retire) 
4. Until I retire 
5. Until I get a another job. 
Value Frequency 
0.00 7 
1.00 14 
2.00 15 
3.00 29 
4.00 20 
5.00 20 
Total 105 
Valid Cum 
Percent Percent Percent 
6.7 6.7 6.7 
13.3 13.3 20.0 
14.3 14.3 34.3 
27.6 27.6 61.9 
19.0 19.0 81.0 
19.0 19.0 100.0 
100.0 100.0 
Mean 2.962 Std err 0.146 Median 3.082 Mode 3.0 Std dev 1.5 
Variance 2.249 Range 5.0 Minimum 0.0 Maximum 5.0 Sum 311.0 
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COPERA1N: Work with people who co-operate well with one another? 
1- of utmost importance to me; 
2- very important 
3- of moderate importance; 
4- of little importance; 
5- of very little or no importance 
Valid Cum 
Value Frequency Percent Percent Percent 
1.00 50 47.6 47.6 47.6 
2.00 39 37.1 37.1 84.8 
3.00 10 9.5 9.5 94.3 
4.00 3 2.9 2.9 97.1 
5.00 3 2.9 2.9 100.0 
Total 105 100.0 100.0 
Mean 1.762 Stderr 0.092 Median 1.618 Mode 1.0 Stddev 0.946 
Variance 0.895 Range 4.0 Minimum 1.0 Maximum 5.0 Sum 185.0 
DES _AREA: Live in an area desirable to you and your family? 
1- of utmost importance to me; 
2- very important 
3- of moderate importance; 
4- of little importance; 
5- of very little or no importance 
Valid Cum 
Value Frequency Percent Percent Percent 
1.00 56 53.3 53.3 53.3 
2.00 32 30.5 30.5 83.8 
3.00 11 10.5 10.5 94.3 
4.00 3 2.9 2.9 97.1 
5.00 3 2.9 2.9 100.0 
Total 105 100.0 100.0 
Mean 1.714 Std err 0.094 Median 1.557 Mode 1.0 Std dev 0.968 
Variance 0.937 Range 4.0 Minimum 1.0 Maximum 5.0 Sum 180.0 
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EDUC _ YRS: .How many years of formal school education did you complete? 
1. 7 years or less 
2.9 years 
3.11 years 
4.12 years 
5. 13 years 
6.14 years 
7. 15 years 
8. 16 years 
9. 17 years 
10. More than 17 years 
Valid Cum 
Value Frequency Percent Percent Percent 
0.00 3 2.9 2.9 2.9 
1.00 2 1.9 1.9 4.8 
2.00 3 2.9 2.9 7.6 
3.00 23 21.9 21.9 29.5 
4.00 6 5.7 5.7 35.2 
5.00 14 13.3 13.3 48.6 
6.00 8 7.6 7.6 56.2 
7.00 13 12.4 12.4 68.6 
8M 7 6.7 6.7 75.2 
9.00 10 9.5 9.5 84.8 
10.00 16 15.2 15.2 100.0 
Total 105 100.0 100.0 
Mean 5.867 Std err 0.277 Median 5.773 Mode 3.0 Std dev 2.835 
Variance 8.040 Range 10.0 Minimum 0 Maximum 10.0 Sum 616.0 
EMP yATD: Employees in industry should participate more in the decisions made 
by management 
1 Strongly agree; 
2 agree; 
3 undecided; 
4 disagree; 
5 strongly disagree 
Valid Cum 
Value Frequency Percent Percent Percent 
0.00 2 1.9 1.9 1.9 
1.00 22 21.0 21.0 22.9 
2.00 51 48.6 48.6 71.4 
3.00 13 12.4 12.4 83.8 
4.00 16 15.2 15.2 99.0 
5.00 1 1.0 1.0 100.0 
Total 105 100.0 100.0 
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Mean 2.210 Std err 0.101 Median 2.094 Mode 2.0 Std dev 1.035 
Variance 1.071 Range 5.0 Minimum 0.0 Maximum 5.0 Sum 232.0 
EMPL_SEC: Have the security of employment? 
1- of utmost importance to me; 
2- very important 
3- of moderate importance; 
4- of little importance; 
5- of very little or no importance 
Valid Cum 
Value Frequency Percent Percent Percent 
1.00 65 61.9 61.9 61.9 
2.00 30 28.6 28.6 90.5 
3.00 6 5.7 5.7 96.2 
4.00 I 1.0 1.0 97.1 
5.00 3 2.9 2.9 100.0 
Total 105 100.0 100.0 
Mean 1.543 Std err 0.086 Median 1.421 Mode 1.0 Std dev 0.877 
Variance 0.770 Range 4.0 Minimum 1.0 Maximum 5.0 Sum 162.0 
FL_N_T_ W: How often do you feel nervous or tense at work? 
1. I always feel this way 
2. usually 
3. sometimes 
4. seldom 
5. I never feel this way 
Valid Cum 
Value Frequency Percent Percent Percent 
0.00 7 6.7 6.7 6.7 
2.00 8 7.6 7.6 14.3 
3.00 39 37.1 37.1 51.4 
4.00 35 33.3 33.3 84.8 
5.00 16 15.2 15.2 100.0 
Total 105 100.0 100.0 
Mean 3.362 Std err 0.120 Median 3.486 Mode 3.0 Std dev 1.226 
Variance 1.502 Range 5.0 Minimum 0.0 Maximum 5.0 Sum 353.0 
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FREEDOM: Have considerable freedom to adopt your own approach to the job? 
1- of utmost importance to me; 
2- very important 
3- of moderate importance; 
4- ofJittle importance; 
5- of very little or no importance 
Valid Cum 
Value Frequency Percent Percent Percent 
1.00 39 37.1 37.1 37.1 
2.00 54 51.4 51.4 88.6 
3.00 8 7.6 7.6 96.2 
4.00 3 2.9 2.9 99.0 
5.00 1 1.0 1.0 100.0 
Total 105 100.0 100.0 
Mean 1.790 Std err 0.076 Median 1.710 Mode 2.0 Std dev 0.781 
Variance 0.610 Range 4.0 Minimum 1.0 Maximum 5.0 Sum 188.0 
HELP _ OTH: Have an opportunity for helping other people? 
1- of utmost importance to me; 
2- very important 
3 - of moderate importance; 
4- of little importance; 
5- of very little or no importance 
Valid Cum 
Value Frequency Percent Percent Percent 
1.00 31 29.5 29.S 29.5 
2.00 47 44.8 44.8 74.3 
3.00 23 21.9 21.9 96.2 
4.00 3 2.9 2.9 99.0 
5.00 1 1.0 1.0 100.0 
Total 105 100.0 100.0 
Mean 2.01 Std err 0.083 Median 1.949 Mode 2.0 Std dev 0.849 
Variance 0.721 Range 4.0 Minimum 1.0 Maximum S.O Sum 211.0 
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HIGH_EAR: Have an opportunity of higher earnings? 
1- of utmost importance to me; 
2- very important 
3- of moderate importance; 
4- of little importance; 
5- of very little or no importance 
Valid Cum 
Value Frequency Percent Percent Percent 
1.00 65 61.9 61.9 61.9 
2.00 28 26.7 26.7 88.6 
3.00 8 7.6 7.6 96.2 
4.00 1 1.0 1.0 97.1 
5.00 3 2.9 2.9 100.0 
Total 105 100.0 100.0 
Data Summaries 
Mean 1.562 Std err 0.088 Median 1.430 Mode 1.000 Std dev 0.898 
Variance 0.806 Range 4.0 Minimum 1.0 Maximum 5.0 Sum 164.0 
INDVD _HI: Decisions made by individuals are usually of higher quality than 
decisions made by groups 
1 Strongly agree; 
2 agree; 
3 undecided; 
4 disagree; 
5 strongly disagree 
Value Frequency Percent 
0.00 2 1.9 
1.00 5 4.8 
2.00 13 12.4 
3.00 14 13.3 
4.00 46 43.8 
5.00 25 23.8 
Total 105 100.0 
Valid Cum 
Percent Percent 
1.9 1.9 
4.8 6.7 
12.4 19.0 
13.3 32.4 
43.8 76.2 
23.8 100.0 
100.0 
Mean 3.638 Std err 0.119 Median 3.850 Mode 4.0 Std dev 1.218 
Variance 1.483 Range 5.0 Minimum 0 Maximum 5.0 Sum 382.0 
15 -A 
Appendix 3 Data Summaries 
JOB_ V _AD: Have an element of variety and adventure in the job? 
I - of utmost importance to me; 
2- very important 
3- of moderate importance; 
4- of little importance; 
5- of very little or no importance 
Valid Cum 
Value Frequency Percent Percent Percent 
1.00 31 29.5 29.5 29.5 
2.00 41 39.0 39.0 68.6 
3.00 27 25.7 25.7 94.3 
4.00 6 5.7 5.7 100.0 
Total 105 100.0 100.0 
Mean 2.076 Std err 0.086 Median 2.029 Mode 2.0 Std dev 0.885 
Variance 0.783 Range 3.0 Minimum 1.0 Maximum 4.0 Sum 218.0 
KIND_ WOK: 39. What kind of work do you do? 
A. I am a manager -go to F. 
B. I am not a manager and work most of the time in an office -go to E 
C. I am not a manager and do not work most ofthe time in an office -go to D 
D. If you are not a manager and you do not work most of the time in an 
office, what do you do: 
1. a Work for which normally no vocational training, other than on-
job-job training, is required (unskilled or semi-skilled). 
2. Work for which normally up to four years of vocational training is 
required (skilled worker, technician, non-graduate engineer, nurse 
etc.) 
3. Work for which normally a higher-level professional training is 
required (graduate engineer, doctor, lecturer, etc.). 
E. If you are not a manager and you work most of the time in an office, what 
do you do: 
4. Work for normally no higher-level professional training is required 
(clerk, typist, non-graduate accountant, etc.) 
5. Work for which normally a higher level professional training is 
required (design engineer, lawyer, etc.) 
F. If you are a manager, are you: 
6. A manager of people who are not managers themselves( that is , a 
first line manager 
7. A manager of other mangers 
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Valid Cum 
Value Frequency Percent Percent Percent 
0.00 14 13.3 13.3 13.3 
1.00 6 5.7 5.7 19.0 
2.00 28 26.7 26.7 45.7 
3.00 8 7.6 7.6 53.3 
4.00 9 8.6 8.6 61.9 
5.00 9 8.6 8.6 70.5 
6.00 20 19.0 19.0 89.5 
7.00 11 10.5 10.5 100.0 
Total 105 100.0 100.0 
Mean 3.467 Std err 0.226 Median 3.059 Mode 2.0 Std dev 2.312 
Variance 5.347 Range 7.0 Minimum 0 Maximum 7.0 Sum 364.0 
LARG_DWP: A large corporation is generally a more desirable place to work than a 
small company 
1 Strongly agree; 
2 agree; 
3 undecided; 
4 disagree; 
5 strongly disagree 
Value Frequency Percent 
0.00 2 1.9 
1.00 10 9.5 
2.00 17 16.2 
3.00 16 15.2 
4.00 49 46.7 
5.00 11 10.5 
Total 105 100.0 
Valid Cum 
Percent 
1.9 
9.5 
16.2 
15.2 
46.7 
10.5 
100.0 
Percent 
1.9 
11.4 
27.6 
42.9 
89.5 
100.0 
Mean 3.267 Std err 0.121 Median 3.477 Mode 4.0 Std dev 1.242 
Variance 1.544 Range 5.0 Minimum 0.0 Maximum 5.0 Sum 343.0 
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MAR_STST: Are you: 
1. Male (unmarried) 
2. Male (married) 
3. Female (unmarried) 
4. Female (married) 
Valid Cum 
Value Frequency Percent Percent Percent 
0.00 3 2.9 2.9 2.9 
1.00 31 29.5 29.5 32.4 
2.00 64 61.0 61.0 93.3 
3.00 2 1.9 1.9 95.2 
4.00 5 4.8 4.8 100.0 
Total 105 100.0 100.0 
Mean 1.762 Std err 0.074 Median 1.716 Mode 2.0 Std dev 0.754 
Variance 0.568 Range 4.0 Minimum 0.0 Maximum 4.0 Sum 185.0 
MGR_HELP: How often would you say your immediate managerlboss is concerned 
about helping you get ahead? 
1. Always 
2. Usually 
3. Sometimes 
4. Seldom 
5. never 
Value Frequency 
0.00 6 
1.00 26 
2.00 19 
3.00 31 
4.00 12 
5.00 11 
Total 105 
Percent 
5.7 
24.8 
18.1 
29.5 
11.4 
10.5 
100.0 
Valid Cum 
Percent Percent 
5.7 5.7 
24.8 30.5 
18.1 48.6 
29.5 78.1 
11.4 89.5 
10.5 100.0 
100.0 
Mean 2.476 Std err 0.137 Median 2.44 Mode 3.0 Std dev 1.401 
Variance 1.963 Range 5.0 Minimum 0 Maximum 5.0 Sum 260.0 
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PER_INCO: How long have you been employed by this company? 
Value 
0.00 
1.00 
2.00 
3.00 
4.00 
5.00 
Total 
I. Less than one year 
2. One year or longer, but less than three years 
3. Three years or longer, but less than seven years 
4. Seven years or longer, but less than fifteen years 
5. Fifteen years or longer 
Frequency 
4 
13 
29 
33 
16 
IQ 
105 
Valid Cum 
Percent Percent Percent 
3.8 3.8 3.8 
12.4 12.4 16.2 
27.6 27.6 43.8 
31.4 31.4 75.2 
15.2 15.2 90.5 
9.5 9.5 100.0 
100.0 100.0 
Data Summaries 
Mean 2.705 Std err 0.122 Median 2.677 Mode 3.00 Std dev 1.255 
Variance 1.575 Range 5.0 Minimum 0.0 Maximum 5.0 Sum 284.0 
PERS_TIM: Have ajob which leaves you sufficient time for your personal or family 
life? 
Value 
0.00 
1.00 
2.00 
3.00 
4.00 
5.00 
Total 
1- of utmost importance to me; 
2- very important 
3- of moderate importance; 
4- oflittle importance; 
5- of very little or no importance 
Valid Cum 
Frequency 
3 
40 
42 
17 
2 
I 
105 
Percent Percent 
2.9 2.9 
38.1 38.1 
40.0 40.0 
16.2 16.2 
1.9 1.9 
1.0 1.0 
100.0 100.0 
Percent 
2.9 
41.0 
81.0 
97.1 
99.0 
100.0 
Mean 1.790 Std err 0086 Median 1.720 Mode 2.0 Std dev 0.885 
Variance 0.783 Range 5.0 Minimum 0.0 Maximum 5.0 Sum 188.0 
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PHYS _CON: Have good physical working conditions ( good ventilation and 
lighting, adequate work space etc.)? 
1- of utmost importance to me; 
2- very important 
3- of moderate importance; 
4- of little importance; 
5- of very little or no importance 
Valid Cum 
Value Frequency Percent Percent Percent 
1.00 56 53.3 53.3 53.3 
2.00 27 25.7 25.7 79.0 
3.00 16 15.2 15.2 94.3 
4.00 5 4.8 4.8 99.0 
5.00 I 1.0 1.0 100.0 
Total 105 100.0 100.0 
Mean 1.743 Std err 0.093 Median 1.590 Mode 1.0 Std dev .951 
Variance 0.904 Range 4.0 Minimum 1.0 Maximum 5.0 Sum 183.0 
PREST_OR: Work in a prestigious, successful company or organisation? 
1- of utmost importance to me; 
2- very important 
3 - of moderate importance; 
4- of little importance; 
5- of very little or no importance 
Valid Cum 
Value Frequency Percent Percent Percent 
1.00 27 25.7 25.7 25.7 
2.00 28 26.7 26.7 52.4 
3.00 33 31.4 31.4 83.8 
4.00 11 10.5 10.5 94.3 
5.00 6 5.7 5.7 100.0 
Total 105 100.0 100.0 
Mean 2.438 Std err 0.112 Median 2.377 Mode 3.0 Std dev 1.151 
Variance 1.325 Range 4.0 Minimum 1.0 Maximum 5.0 Sum 256.0 
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RE_ CONTR: Make a real contribution to the success of your organisation? 
1- of utmost importance to me; 
2- very important 
3- of moderate importance; 
4- of little importance; 
5- of very little or no importance 
Valid Cum 
Value Frequency Percent Percent 
1.00 70 66.7 66.7 
2.00 31 29.5 29.5 
3.00 2 1.9 1.9 
Percent 
66.7 
96.2 
98.1 
5.00 2 1.9 1.9 100.0 
Total 105 100.0 100.0 
Mean 1.410 Std err 0.070 Median 1.347 Mode 1.0 Std dev 0.716 
Variance 0.513 Range 4.0 Minimum 1.0 Maximum 5.0 Sum 148.0 
REL_SUPE: Have a good working relationship with your direct superior/manager? 
1- of utmost importance to me; 
2- very important 
3- of moderate importance; 
4- oflittle importance; 
5- of very little or no importance 
Valid Cum 
Value Frequency Percent Percent Percent 
1.00 62 59.0 59.0 59.0 
2.00 34 32.4 32.4 91.4 
3.00 8 7.6 7.6 99.0 
5.00 1 1.0 1.0 100.0 
Total 105 100.0 100.0 
Mean 1.514 Std err 0.07 Media 1.448 Mode 1.0 Std dev 0.722 
Variance 0.521 Range 4.0 Minimum 1.0 Maximum 5.0 Sum 159.0 
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RESP _EF: A corporation should have a major responsibility for the health and 
welfare of its employees and their families 
1 Strongly agree; 
2 agree; 
3 undecided; 
4 disagree; 
5 strongly disagree 
Value Frequency 
0.00 2 
1.00 61 
2.00 34 
3.00 4 
4.00 4 
Total 105 
Percent 
1.9 
58.1 
32.4 
3.8 
3.8 
100.0 
Valid Cum 
Percent 
1.9 
58.1 
32.4 
3.8 
3.8 
100.0 
Percent 
1.9 
60.0 
92.4 
96.2 
100.0 
Mean 1.495 Std err 0.076 Median 1.421 Mode 1.0 Std dev 0.774 
Variance 0.599 Range 4.0 Minimum 0.0 Maximum 4.0 Sum 157.0 
RULE_BRO: A company or organisation's rules should not be broken - even when 
the employee thinks it is in the best interest of the organisation. 
1 Strongly agree; 
2 agree; 
3 undecided; 
4 disagree; 
5 strongly disagree 
Valid Cum 
Value Frequency Percent Percent Percent 
0.00 4 3.8 3.8 3.8 
1.00 14 13.3 13.3 17.1 
2.00 27 25.7 25.7 42.9 
3.00 15 14.3 14.3 57.1 
4.00 34 32.4 32.4 89.5 
5.00 11 10.5 10.5 100.0 
Total 105 100.0 100.0 
Mean 2.895 Std err 0.134 Median 3.0Mode 4.0 Std dev 1.372 
Variance 1.883 Range 5.0 Minimum 0.0 Maximum 5.0 Sum 304.0 
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SERV _ CUO: Serve your country? 
1- of utmost importance to me; 
2- very important 
3- of moderate importance; 
4- oflittle importance; 
5- of very little or no importance 
Valid Cum 
Value Frequency Percent Percent Percent 
1.00 36 34.3 34.3 34.3 
2.00 33 31.4 31.4 65.7 
3.00 26 24.8 24.8 90.5 
4.00 6 5.7 5.7 96.2 
5.00 4 3.8 3.8 100.0 
Total 105 100.0 100.0 
Data Summaries 
Mean 2.133 Std err 0.1 05 Median 2.0 Mode 1.0 Std dev 1.075 
Variance 1.155 Range 4.0 Minimum 1.0 Maximum 5.0 Sum 224.0 
SOC_PROB: A corporation should do as much as it can to help solve society's 
problems (e.g. poverty, discrimination, pollution etc.) 
1 Strongly agree; 
2 agree; 
3 undecided; 
4 disagree; 
5 strongly disagree 
Valid Cum 
Value Frequency Percent Percent Percent 
0.00 3 2.9 2.9 2.9 
1.00 34 32.4 32.4 35.2 
2.00 46 43.8 43.8 79.0 
3.00 9 8.6 8.6 87.6 
4.00 12 11.4 11.4 99.0 
5.00 1 1.0 1.0 100.0 
Total 105 100.0 100.0 
Mean 1.962 Std err 0.101 Median 1.813 Mode 2.0 Std dev 1.037 
Variance 1.075 Range 5.0 Minimum 0.0 Maximum 5.0 Sum 206.0 
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TENS STR: Have little tension and stress on the job? 
1- of utmost importance to me; 
2- very important 
3- of moderate importance; 
4- of little importance; 
5- of very little or no importance 
Valid Cum 
Value Frequency Percent Percent Percent 
0.00 3 2.9 2.9 2.9 
1.00 23 21.9 21.9 24.8 
2.00 31 29.5 29.5 54.3 
3.00 22 21.0 21.0 75.2 
4.00 12 !l.4 11.4 86.7 
5.00 14 13.3 13.3 100.0 
Total 105 100.0 100.0 
Data Summaries 
Mean 2.562 Std err 0.135 Median 2.415 Mode 2.0 Std dev 1.379 
Variance 1.902 Range 5.0 Minimum 0.0 Maximum 5.0 Sum 269.0 
TMGR_COR: To which one of the above five types of managers would you say your 
own manager most closely corresponds? 
1. Manager 1 
2. Manager 2 
3. Manager 3 
4. Manager 4 
5. ManagerS 
6. He does not correspond closely to any of them. 
Valid Cum 
Value Frequency Percent Percent Percent 
0.00 6 5.7 5.7 5.7 
1.00 35 33.3 33.3 39.0 
2.00 24 22.9 22.9 61.9 
3.00 22 21.0 21.0 82.9 
4.00 6 5.7 5.7 88.6 
5.00 11 10.5 10.5 99.0 
6.00 1 1.0 1.0 100.0 
Total 105 100.0 100.0 
Mean 2.229 Std err 0.140 Median 1.983 Mode 1.0 Std dev 1.436 
Variance 2.063 Range 6.0 Minimum 0.0 Maximum 6.0 Sum 234.04 
24 -A 
---------------------------- --
Appendix 3 Data Summaries 
TMGR_PRE: Now, for the above types of managers, please mark the one which you 
would prefer to work under 
1. Manager 1 
2. Manager2 
3. Manager 3 
4. Manager 4 
5. Manager 5 
Valid Cum 
Value Frequency Percent Percent Percent 
0.00 4 3.8 3.8 3.8 
1.00 3 2.9 2.9 6.7 
2.00 23 21.9 21.9 28.6 
3.00 34 32.4 32.4 61.0 
4.00 15 14.3 14.3 75.2 
5.00 26 24.8 24.8 100.0 
Total 105 100.0 100.0 
Mean 3.248 Std err 0.130 Median 3.224 Mode 3.0 Std dev 1.329 
Variance 1.765 Range 5.0 Minimum 0.0 Maximum 5.0 Sum 341.0 
TRUSTED: Most people can be trusted. 
1 Strongly agree; 
2 agree; 
3 undecided; 
4 disagree; 
5 strongly disagree 
Valid 
Value Frequency Percent Percent 
0.00 1 1.0 1.0 
1.00 2 1.9 1.9 
2.00 28 26.7 26.7 
3.00 9 8.6 8.6 
4.00 47 44.8 44.8 
5.00 18 17.1 17.1 
Total 105 100.0 100.0 
Cum 
Percent 
1.0 
2.9 
29.5 
38.1 
82.9 
100.0 
Mean 3.457; Std err 0.114; Median 3.607; Mode 4.0; Std dev 1.169; 
Variance 1.366; Range 5.0; Minimum 0.0; Maximum 5.0; Sum 363.0 
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W _D _JOB: Work in a well-defined job situation where the requirements are clear? 
1- of utmost importance to me; 
2- very important 
3- of moderate importance; 
4- of little importance; 
5- of very little or no importance 
Valid Cum 
Value Frequency Percent Percent Percent 
0.00 1 1.0 1.0 1.0 
1.00 53 50.5 50.5 51.4 
2.00 35 33.3 33.3 84.8 
3.00 11 10.5 10.5 95.2 
4.00 3 2.9 2.9 98.1 
5.00 2 1.9 1.9 100.0 
Total 105 100.0 100.0 
Mean 1.695; Std err 0.090; Median 1.568; Mode 1.0; Std dev 0.921; 
Variance 0.849; Range 5.0; Minimum 0.0; Maximum 5.0; Sum 178.0 
WORK_DIS: Quite few employees have an inherent dislike of work and will avoid it 
if they can. 
1 Strongly agree; 
2 agree; 
3 undecided; 
4 disagree; 
5 strongly disagree 
Valid Cum 
Value Frequency Percent Percent Percent 
0.00 3 2.9 2.9 2.9 
1.00 23 21.9 21.9 24.8 
2.00 52 49.5 49.5 74.3 
3.00 11 10.5 10.5 84.8 
4.00 13 12.4 12.4 97.1 
5.00 3 2.9 2.9 100.0 
Total 105 100.0 100.0 
Mean 2.162; Std err 0.106; Median 2.016; Mode 2.0; Std dev 1.084; 
Variance 1.175; Range 5.0; Minimum 0.0; Maximum 5.0; Sum 227.0. 
Valid cases 105; Missing cases 0; • Median is calculated from grouped data. 
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APPENDIX 4 
THE RESULTS SUMMARIES DISCUSSIONS 
The bar charts shown below are the results obtained from the data, summarised using 
SPSS package as shown in appendix 3. This result shows how respondents answered 
each item of the questionnaire. The summarised results are used to calculate national 
culture dimensions and dimensions of organisational culture in chapter 6. 
Bar chart 1 Question 14: How important is it to you to "have the opportunity for 
advancement to higher level jobs?" 
95.3% of the respondents to the question on answered that it is of utmost (I) and very 
important (2) to have a job that has the opportunity of advancement. The author thinks 
that it is normal for all professionals and even those at lower levels of the company 
structure to endeavour to get such a satisfaction from an employer. Advancement to a 
higher level of a job is also connected with increase in rewards and recognition . .It is 
the author's view that if an organisation does not have a policy on advancement with 
every opportunity employees would move to other organisation seeking advancement 
of their careers. This question is used to measure individualism and result will be 
combine with other questions to define a social factor, used in Hofstede's equation. 
80 
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X-AD _TRAIN: 1- of utmost importance to me; 2- very important 3- of moderate importance; 4- of little 
importance; 5- of very little or no importance; Y-PERCENT is the intesity at which respondents 
answered the question in %.; AD _TRAIN is the code name of the question see appendix 3 
Bar Chart 2 Question 31 How frequently are subordinates afraid of expressing 
disagreement with their superior [chargehand. !foreman/supervisor/manager} 
The frequency subordinate are afraid to express disagreement with their superiors 
(Q31) is here being used to measure the level of informality in an organisation as well 
as the power distance between subordinates and their superiors. The results show that 
in most of the organisations employees are afraid of expressing their disagreement 
with their superiors. 86.7% of the respondentS are frequently (1,2) and sometimes 
afraid (3) to express disagreement with their superiors. 
Bar Chart 2 
50r-------,-----~------~-----r------r-----~ 
AFR DISA 
X-AFR_DISA.I. Very frequently; 2.Frequently; 3.Sometimes; 4.Seldom; 5. Very seldom frequency is the 
intesity at which respondents answered the question in % AFR_DISA code name for Question see 
appendix3 
Bar chart 3 Question 36: How old are you? 
This chart shows the age range of the respondents to the questionnaires. Age or 
maturity is a very important aspect of a Zimbabwean culture. It defines your position 
and responsibilty in the social structure as well as in one's family structure. Therefore 
this data shall be used to test the influence of age on the structure of an organisation 
(informality and formality). 
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Bar Chart 3 
40~----~--~----__ --__ ----r---~--__ ----__ ----~ 
20 ol------l----ii--
X-AGE_YRS: Ratings 1 to 8 represent the age intevals of the employees (1. under 20; 2. 20-24; 3. 25-
29; 4. 30-34; 5. 35-39; 6. 40-49, 7. 50-59; 8. 60 or over.). Y-Frequency is the intesity at which 
respondents answered the question in %; AGE _ YRS is the question code seee appendix 3 
Bar chart 4 Question 27: Competition among employees usually does more harm 
than good 
The results show that 33.4% strongly agree or agree that competition among 
employees does more harm than good whilst 51.5% strongly disagree or diagree. Only 
12.9% was undecided and 2.9% did not answer. Therefore in implementing some JMS 
concepts one might find it difficult to make teams work togather to achieve a 
company wide goal. Managers would need to put more effort in educating the workers 
in the importance of working togather to achieve the company wide objectivies. 
Bar Chart 4 sOr-~~--~-----'~----~-----'~-----r-------' 
40.I--------l-------l------l-------I 
30o!-------~----~~----~----_4 
COMP _INT 
28-A 
_._------_. 
APPENDIX 4 The Result Summaries Discussions 
X-COMP jNT: 1 Strongly agree; 2 agree; 3 undecided; 4 disagree; 4 strongly disagree Y-Frequency 
is the intesity at which respondents answered the question in %; COMP jNT is the question code seee 
appendix 3 
Bar chart 5 Challenging Tasks: Question 2 How important would it be to you to 
have a challenging tasks to do, from which you can get a personal sense of 
accomplishment? 
Challenging task is defined as a job that allows one to use all his/her skills, and that 
allows one to do some innovation in the process. This question had two sections in 
one: challenging task and personal sense of accomplishment. 
Bar Chart 5 
70r----------r------~------_,--------r_--------~ 
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X-Chal_Task: 1- a/utmost importance to me; 2- very important 3- a/moderate importance; 4- o/liltle 
importance; 5- of very little or no importance; Y-Frequency is the intesity at which respondents 
answered the question in %; CHAL_TAS is the question code seee appendix 3 
The two will be used to measure individualism as well as job satisfaction. 94.3% of 
the respondents, showed that it is of utmost and/or very important to have a 
challenging job in which one gets satisfaction and a sense of personal 
accomplishment. Only about 5.7% found it to be of moderate importance or of no 
importance. 
Bar chart 6 Question 34: If an employee did take a complaint to higher management, 
do you think he/she would suffer later on for this ( such as getting a smaller salary 
increase, or getting the less desirable jobs in the department, etc.) 
29-A 
- - --------------------
APPENDIX 4 The Result Summaries Discussions 
Taking a complaint to higher management would result in an employee suffering 
later: the distribution show mixed results. Comaparing charts 2 and 6, on one hand the 
respondents are frequently afraid (55.2%) and sometimes afraid (27.6%) to disagree 
with their superiors (question 31) and on the other hand (question 34) 16% would 
definitely suffer later for taking a complaint to higher management and 28.6% would 
probably suffer later. This shows the poor relationship between management and its 
employees in Zimbabwe. Supporting some statements of master slave relationships in 
most enteprises in Zimbabwe .. 
Bar Chart 6 
40,--------,-------,------.-------,--------, 
30~--------+_------r 
20~--------~-----+ 
COMP_SUF 
X-COMP _ SUF: 1. Yes. the employee would definitely suffer later on for taking a complaint to higher 
management; 2. Yes, probably; 3.No, probably; 4. No, the employee would definitely not suffer later on 
for taking a complaint to higher management. Y-Frequency is the intesity at which respondents 
answered the question in %; COMP _SUF is the question code seee appendix 3 
Bar chart 7 Consultation: Question 9: How important would it be to you to be 
consulted by your direct superior in his/her decision? 
78.1 % showed that they find it of utmost and very important to be consulted by their 
direct bosses before any decision is made, and for 15.2% it is of moderate importance. 
In terms of power distance this could be the proof that most employees aim to reduce 
the power distance between them and those directly above them. 
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Bar Chart 7 
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CONS_DEC 
X-CONS_DEC: 1- of utmost importance to me; 2- very important 3- of moderate importance; 4- of 
little importance; 5- of very little or no importance; Y-frequency Is the inlesity al which respondents 
answered the question in %. CONS_DEC is the question code seee appendix 3 
Bar Chart 8 Continue working for this company. Question 32: How long do you 
think you will continue workingfor this company? 
The results show that 27.6% plan to stay for at least five years, but plan to leave the 
organisation before they retire. Only 19% plan to leave when they retire and another 
19% will leave as soon as they get another job. 13.3% plan to stay for only two years 
at most and 14.3% plan to remain with their organisations for up to five years. The 
data here support the high turn over of employees observed by' Kaplinsky and 
Posthuma in a number organisations they visited besides their findings in six 
manufacturing organisations they collected data from. 
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BarChart 8 
30,-------,-----,------,-----,,-----,-------, 
X-CONTW_YR I. Two years at most; 2.From two toftve years; 3. More thanftveyears, (but [probably 
will leave be/ore [ retire); 4. Until [ retire; 5. Until I get a another job. Y-Percent is the intesity at which 
respondents answered the question in % 
Bar chart 9 Co-operation among employees Question 8: How important would it 
be to you to work with people who co-operate well with one another? 
Co-operation is highly valuedas shown by these results. A total of 84.7% of the 
respondents find it to be of utmost importance and very important. Only a mare 5.8% 
find it to be oflittle or no importance. 
Bar Chart 9 
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COPERATN 
X-COPERATN: ]- o/utmost importance to me; 2- very important 3- o/moderate importance; 4- 0/ 
little importance; 5- 0/ very little or no importance; Y -frequency is the intesity at which respondents 
answered the question in %. COPERATN is the question code seee appendix 3 
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Bar chart 10 Desirable area: Question 13: How important would it be to you to live 
in an area desirable to you and your family? 
This question shall be used with other questions to measure level of individualism, 
and the results are showing that most of the respondents value the area there will live 
with their families. A total of 83.8% highly value the importance of the area they 
would live with their families. 
Bar Chart 10 
40 
X-DES _AREA: 1- of utmost importance to me; 2- very important 3e of moderate importance; 4- of little 
importance; 5- of very little or no importance; Y- Frequency is the intesity at which respondents 
answered the question in %. DES_AREA is the question code see appendix 3 
Bar chart 11 Years offormal education Question 37: How many years of formal 
school education did you complete? 
Years of formal education is a third entity in an equation that defines the national 
culture or organisational culture. As these results stand they show the distribution of 
levels of formal education in most industrial organisations in Zimbabwe. 
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Bar Chart II 
30.----,---,---,---,---,---.---.---.---.---,----, 
20~---+--~~--
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o 
X-EDUC_YRS 1. 7 years or less; 2. 9 years; 3. 11 years; 4. 12 years; 5. 13 years; 6. 14 years; 7. 15 
years; 8. 16 years; 9. 17 years; 10. More than 17 years Y-PERCENT is the intesity at which 
respondents answered the question in %; EDUC_YRS is the question code seee appendix 3 
Bar chart 12 Employment security. Question 6: How important would it be to you 
to have the security of employment? 
On employment security a majority of 90.5% value the need of employment security. 
Bar Chart 12 
70,---------,------,-------,-------,---------, 
X-EMPL_SEC: 1- 0/ utmost importance to me; 2- very important 3- o/moderate importance; 4- o/little 
importance; 5- 0/ very little or no importance; Y-PERCENT is the intesity at which respondents 
answered the question in %. EMPL_SEC is the question code seee appendix 3 
Bar chart 13 Nervous and tense at work Question 21: How often do youfeel 
nervous or tense at work? 
Most of the respondents sometimes feel envois at work, 37.1%. And 33.3% seldom 
feel nervous. 15.% never feel nervous or tense at work. 
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Bar Chart 13 
X-FL N T W:l. 1 alwaysfeel this way 2. usually; 3. sometimes; 4. seldom; 5.1 never feel this way; Y-
PERCENT is the intesity at which respondents answered the question in %; FL _ N_T_ W is the question 
code seee appendix 3 
Bar chart 14 Freedom Question 7: How important would it be to you to have 
considerable freedom to adopt your own approach to the job? 
A total of 88.6% of the respondents prefer to have the freedom to adopt their own 
approach to the job. This may depend on educational level and the type of work one 
does. 
Bar Chart 14 
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FREEDOM 
X-FREEDOM: 1- of utmost importance to me; 2- very important 3- of moderate importance; 4- of little 
importance; 5- of very little or no importance;Y-PERCENT is the intesity at which respondents 
answered the question in %. FREEDOM is the question code seee appendix 3 
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Bar chart 15 Helping others Question 17 How important would it be to you to have 
an opportunity for helping other people? 
The results from this chart shows that most of the respondents are willing to work 
with others and help those with problems or who carmot do the job to standards 
required given the opportunity. A total of 96.2% would find it of utmost importance 
and very important and of moderate importance. 
Bar Chart 15 
50r---------,-------,-------r------,----------, 
4001---------+ 
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HELP OTH 
X-HELP _OTH: 1- of utmost importance to me; 2- very important 3- of moderate importance; 4- of 
little importance; 5- of very little or no importance; Y-frequency is the intesity at which respondents 
answered the question in %. HELP _ OTH is the question code seee appendix 3 
Bar chart 16 Higher earnings, Question 11 How important would it be to you to 
have an opportunity of higher earnings? 
Higher earning results reflect the known fact that reward is very valued by the 
majority of employees. As seen from these results 96.2% value higher earnings. 
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Bar Chart 16 
70 
60 
50 
40 
30 
20 
'5 10 ~ 0 
HIGH_EAR 
X-HIGH_EAR: 1- a/utmost importance to me; 2- very important 3- o/moderate importance; 4- a/little 
importance; 5- 0/ very little or no importance; Y-frequency is the intesity at which respondents 
answered the question in %. HIGH_EAR is the question code seee appendix 3 
Bar chart 17 Quality of decision made by individuals Question 29 Decisions made 
by individuals are usually of higher quality than decisions made by groups 
A majority of 67.6% disagree and strongly disagree. This result also depend on work 
one does or one's levle in the organisational hierarchy and the level of education. 
There is 13.3% undecided. 
Bar Chart 17 
50r_------~-----r-----,r_----,_----_.------~ 
40~------~------~----_+------+ 
30~------~------~----_+------+ 
20~------~------~----_+------+ 
X-1NDVD_H1: 1 Strongly agree; 2 agree; 3 undecided; 4 disagree; 4 strongly disagree Y-PERCENT 
is the intesity at which respondents answered the question in %. INDVD_H1 is the question code seee 
appendix 3 
Bar chart 18 Element of variety and adventure Question 15: How important 
would it be to you have an element of variety and adventure in the job? 
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The results show an almost normal distribution. These results are likely to be 
influenced by the type of work one does, and one's position within an organisation. 
Bar Chart 18 
50.------------.---------,---------,------------, 
0.1..--_ 
X-JOB_V_AD: 1- of utmost importance to me; 2- very important 3- of moderate importonce; 4- oflittle 
importance; 5- of very little or no importance; Y-frequency is the intesity at which respondents 
answered the question in %. JOB _V ~D is the question code seee appendix 3 
Bar chart 19 Kind of work Question 39: What kind of work do you do? 
These results will be used for sampling purpose in the future part of this research. As 
mentioned earlier this question does have some influence on how some of the 
questions were answered. 
Bar Chart19 
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X-KIND _WOK I. a Work for which normally no vocational training, other than on-job-job training, is 
required (unskilled or semi-skilled).; 2. Work for which normally up to four years of vocational training 
is required (skilled worker, technician, non-graduate engineer, nurse etc.); 3. Work for which normally 
a higher-level professional training is required (graduate engineer, doctor, lecturer, etc.}.; 4. Work for 
normally no higher-level professional training is required (clerk, typist, non-graduate accountant, 
etc.); 5. Work for which normally a higher level professional training is required (design engineer, 
lawyer, etc.); 6. A manager of people who are not managers themselves( that is, aflrst line manager; 
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7. A manager of other mangers; Y-PERCENT is the intesity at which respondents answered the 
question in %. KIND _WOK is the question code seee appendix 3 
Bar chart 20 Large organisation vs. small companies as a place to work, 
Question 25: A large corporation is generally a more desirable place to work than a 
small company 
56.7% of the respondents disagree and strongly disagree that large organisation are 
generally more desirable areas to work than small organisations whilst 25% of 
threspondents agree and strongly agree. 15.2% of them were undecided. 
Bar Chart 20 
50,-------,------r-----,------,------,-------, 
w~------~----+_----~----_+ 
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X-LARG_DWP 1 Strongly agree; 2 agree; 3 undecided; 4 disagree; 4 strongly disagree Y-PERCENT 
is the intesity at which respondents answered the question in %. LARG_DWP is the question code seee 
appendix 3 
Bar chart 21 Question 35: Are you." IMale (unmarried);2 Male (married) 3 Female 
(unmarried) 4 Female (married) 
This chart is for the marital status of individual and their sex. The results show the 
distribution of sex in industrial organisation. 
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Bar Chart 21 
70~------------------------~------~----------~ 
X-MAR_STST I Male (unmarried); 2 Male (married) 3 Female (unmarried) 4 Female (married) Y-
PERCENT is the intesity at which respondents answered the question in %. MAR_STST is the question 
code seee appendix 3 
Bar chart 22 Manager's help Question 33:. How often would you say your 
immediate manager/boss is concerned about helping you get ahead? 
The almost nonnal distribution of the results reflect that managers do help (always 
usually and sometimes) their subordinates get ahead. 
Bar ClJart22 
X-MGR_HELP I. Always; 2. Usually; 3. Sometimes 4. Seldom 5. never Y-PERCENT is the intesity at 
which respondents answered the question in %. MGR_HELP Is the question code seee appendix 3 
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Bar chart 23 Length of time with an organisation Question 38: How long have you 
been employed by this company? 
The results show a normal distribution reflecting more on the levels (seniority) of the 
employees. Most of the employees have been with their organisations for at least three 
years. But the majority are not plarming to stay with their organisations for more than 
five years or until they retire (the above chart). This chart the above one on how long 
the employees are prepare to continue working for the organisation will be used to 
measure level of uncertainty within organisations. 
BarCbart23 
X-PERjNCO I. Less than one year; 2. One year or longer, but less than three years; 3. Three years or 
longer, but less than seven years; 4. Seven years or longer, but less than fifteen years; 5. Fifleen years 
or longer Y-PERCENT is the intesity at which respondents answered the question in %. PERjNCO is 
the question code seee appendix 3 
Bar chart 24 Personal time Question 1: , "How important would it be to you to have 
a job which leaves you sufficient time for your personal or family life? 
This chart will be used in the measuring of individualism level. Those scoring 1 and 2 
shall be taken to be of high individualism and those scoring 4 and 5 low 
individualism. As this chart shows, 81 % scores 1 and 2, and only 2.9% scores are 4 
and 5, and then 16.2% in between the two camps. 
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Bar Chart24 
400/-------+----+ 
300/------+ 
PERS TIM 
X-PERS_TIM' 1- o/utmost importance to me; 2- very important 3- o/moderate importance; 4- o/tittle 
importance; 5- a/very little or no importance; Y- PERCENT is the intesity at which respondents 
answered the question in %. PERS_TIMis the question code seee appendix 3 
Bar chart 25 Physical working conditions Question 4: How important would it be 
to you to have good physical working conditions ( good ventilation and lighting, 
adequate work space etc.)? 
Working conditions are valued highly with 79% scores 1 and 2, and the remaining 
shared among scores 3, 4, and 5. This chart will also be used to measure individualism 
as mentioned above. 
BarChart25 5 60,--------,-------,------,-------,--------, 
~ 
30 
PHYS CON 
X-PHYS_CON: 1- 0/ utmost importance to me; 2- very important 3- 0/ moderate importance; 4- of 
little importance; 5- a/very little or no importance; Y is the intesity at which respondents answered the 
question in %. PHYS_CONS is the question code seee appendix 3 
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Bar chart 26 Prestigious, successful organisation Question 16 How important 
would it be to you to work in a prestigious, successful company or organisation? 
A total of 83.8% of the respondents find it important to work in prestigious and 
successful organisations. 
Bar Cbart26 
X-PREST_OR: 1- of utmost importance to me; 2- very important 3- of moderate importance; 4- of little 
importance; 5- of very little or no importance; Y is the intesity at which respondents answered the 
question in %. PREST_OR is the question code seee appendix 3 
Bar chart 27 Real contribution to the success of an organisation Question 10: 
How important would it be to you to make a real contribution to the success of your 
organisation? 
About 96% of the respondent value their contribution to the success of their 
organisations. And I think they would definitely want identifY themselves with 
organisation they will have helped succeed. 
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BarChui27 
X-RE _ CONTR: 1- of utmost importance to me; 2- very important 3- of moderate importance; 4- of 
little importance; 5- of very little or no importance;Y-frequency is the intesity at which respondents 
answered the question in %. RE _CONTR is the question code seee appendix 3 
Bar chart 28 Good working relationship with superiors Question 5: How 
important would it be to you to have a good working relationship with your direct 
superior/manager? 
Bar Chui28 
REL SUPE 
X-RE_SUPE: 1- of utmost importance to me; 2- very important 3- of moderate importance; 4- of little 
importance; 5- of very little or no importance; Y-frequency is the intesity at which respondents 
answered the question in %. REL _SUPE is the question code see appendix 3 
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The results in chart 28 show that most employees want to have good relationship with 
their superiors. This chart will be used to measure the level of masculinity/femininity 
and the power distance reduction tendency within organisations. 
Bar chart 29 Health and welfare of employees and their families Question 26: A 
corporation should have a major responsibility for the health and welfare of its 
employees and their families 
A total of 96.2% of the respondents agree and strongly agree that employers should be 
responsible for the health and welfare of their families. This chart will be used to 
measure masculinity/femininity. 
Bar0Jart29 
X-RES? _EF 1 Strongly agree; 2 agree; 3 undecided; 4 disagree; 4 strongly disagree;Y-?ERCENTis 
the intesity at which respondents answered the question in %. RES? _ EF is the question code see 
appendix 3 
Bar chart 30 Company rules should not be broken Question 22 A company or 
organisation's rules should not be broken - even when the employee thinks it is in the 
best interest of the organisation 
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The results show a division into two camps of those against the breaking of rules and 
those, who are for the breaking of the rules has long as it is for the good of the 
company. This results will be used to measure the power distance level. 
BarCbart30 
x- RULE _BRG: 1 Strongly agree; 2 agree; 3 undecided; 4 disagree; 4 strongly disagree; Y-
PERCENTis the intesity at which respondents answered the question in %. is the question code see 
appendix 3 
This same results shall also be used to design types of organisations suitable for such 
workforce. 
Bar chart 31 Serve your country, Question 12: How important would it be to you to 
serve your country? 
The result show a patriotic nature of individuals. This may influence who they prefer 
to manage them a foreigner or a citizen of their country. 
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Bar Chart3! 
X-SERV_COU: 1- of utmost importance to me; 2- very important 3- of moderate importance; 4- of 
little importance; 5- of very little or no importance;Y-PERCENT is the intesity at which respondents 
answered the question in %. SERV_COU is the question code seee appendix 3 
Bar chart 32 Social Problems, Question 30: A corporation should do as much as it 
can to help solve society's problems (e.g. poverty, discrimination, pollution etc 
79% of the respondents agree and strongly agree that corporations should help in 
solving social problems (femininity) and just! 2.4% disagree (masculinity). Only 8.6% 
undecided. 
Bar Chart 32 
50,-------,-----~------.------r-----.------__, 
30 f--------+ 
SOC]ROB 
X-SOC_PROB: 1 Strongly agree; 2 agree; 3 undecided; 4 disagree; 4 strongly disagree;Y-PERCENT 
is the intesity at which respondents answered the question in %. SOC_PROB is the question code seee 
appendix 3 
47-A 
APPENDIX 4 The Result Summaries Discussions 
Bar chart 33 Tension and stress, Question 3: How important would it be to you to 
have little tension and stress on the job? 
The tension Istress result show that most employees would not mind having a little 
tension and stress at work 
Bar Chart 33 
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X-TENS_STR: 1- o/utmost importance to me; 2- very important 3- o/moderate importance; 4- o/little 
importance; 5- 0/ very little or no importance; Y-frequency is the intesity at which respondents 
answered the question in %. TENS_STR is the question code seee appendix 3 
Bar chart 34 Type of manager corresponding with present manager Question 20: 
To which one of the jive types of managers would you say your own manager most 
closely corresponds? 
77.2% of the respondents have managers(1,2,3) who are autocratic, bureaucratic, and 
semi bearucratic.16.2% have liberal and democratic leaders. 
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Bar Chart34 
40,------,-----,-----,-----,-----,-----,-------, 
300\-----+ 
TMGR COR 
X-TMGR_COR: 1 Manager 1; 2 Manager 2; 3 Manager 3; 4. Manager 4; 5. Manager 5; 6. He does 
not correspond closely to any of them. Y-PERCENT is the intesity at which respondents answered the 
question in % TMGR _COR is the question code seee appendix 3 
Bar chart 35 Type of manager preferred, Question 19: For the given types of 
managers, please mark the one which you would preftr to work under 
The preference chart shows a shift from the above results (chart34) to the right of the 
histogram. Although some prefer manager 2 majority prefer managers 3, 4 and 5. 
Managers 3 and 5 topping the preference of most employees. This is another result 
which may have been affected by the level of education and the work one does. 
Bar Chart 35 
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TMGR]RE 
X_TMGR_PRE 1 Manager 1; 2 Manager 2; 3 Manager 3; 4. Manager 4; 5. Manager 5; 6. He does 
not correspond closely to any of them. Y-PERCENT is the intesity at which respondents answered the 
question in %. TMGR_PRE is the question code seee appendix 3 
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Bar chart 36 Trust Question 23: Most people can be trusted? 
Few strongly agree (1.9%) and a mare 26.7% agree, compared to 61.9% disagree and 
strongly disagree that most people can be trusted. 
Bar Chart 36 
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TRUSTED 
X-TRUSTED I Strongly agree; 2 agree; 3 undecided; 4 disagree; 4 strongly disagree; Y -PERCENT is 
the intesity at which respondents answered the question in % TRUSTED is the question code seee 
appendix 3 
This result may have been influenced by the lack of trust observed among different 
levels in organisation structures in Zimbabwe. These results may be reflecting 
personal experiences, than what general people perceive. 
Bar chart 37 Well-defined job, Question 18: How important would it be to you to 
work in a well-defined job situation where the requirements are clear? 
As high as 95.2% find it very important and ofutrnost importance to have ajob that is 
well defined. The remaining 4.8% only find it to be of no importance or of little 
importance. 
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Bar Chart 37 
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x-w. . .P _JOB: 1- of utmost importance to me; 2- very important 3- of moderate importance; 4- of filtle 
importance; 5- of very fittle or no importance; Y-PERCENT is the intesity at which respondents 
answered the question in %. W_D_JOB is the question code seee appendix 3 
Bar chart 38 Inherent work dislike, Question 24: Quite few employees have an 
inherent dislike of work and will avoid it if they can. 
BarChart38 
OOr---~---.---r---r---r----' 
X_WORK_DIS: 1 Strongly agree; 2 agree; 3 undecided; 4 disagree; 4 strongly disagree; Y-PERCENT 
is the intesity at which respondents answered the question in %. WORD_DIS is the question code seee 
appendix 3 
The chart 38 results show that most of the respondents agree and strongly agree that 
some employees inherently dislike working. Only 15.3% disagreed. This result is 
most likely to be depended on the level of education as well as the work one does and 
level within the hierarchy of the organisation. 
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APPENDIX FIVE 
Comments from some of the respondents on how to improve Manufacturing 
Organisations in Zimbabwe. 
Respondent Level of Work Done Comment on how to improve manufacturing 
Education organisation in Zimbabwe 
13 14 Manager' Management must boost morale of 
employees by introducing target bonuses 
and incentives. Communicate efficiently and 
effectively with employees. Make appraisal 
for hard workers as well as giving merit to 
hard workers. Thus will put everyone in a 
competitive status. Hence producing better 
quality and high productivity. 
15 9 Semi-skilled To work as a team. To maintain standard of 
quality required. To meet targets and orders. 
32 11 Skilled Avoid Tribalism. Avoid nepotism and 
favouritism 
33 II Skilled Work together co-operatively 
38 15 Manager Appoint people with relevant qualifications 
and emphasise on engineering than financial 
40 15 Skilled Having skilled and devoted key personnel 
Technician who won't allow poor workmanship on 
products 
64 17 Professional Educate employers on the benefits of 
seminars or theoretical advancement 
67 11 Skilled Proper production planning and control. 
Coordination of all departments mainly 
those linked with production and eliminate 
all channel blockages. Avoid 
communication breakdown. Working as a 
team (Team work) 
77 16 Semi-skilled if companies give people money 
84 >17 Manager' Aggressive quest for efficiency. Loyalty 
Culture of respect. Improve literacy rate. 
Fear of authority versus respect. Loyalty of 
suppliers. 
85 16 Manager Being Director of my own company I was 
unable to clearly answer some of the 
questions 
86 >17 Manager' Markets requirements and where possible 
emphasis must be placed on effective 
research and development should drive 
manufacturing. 
91 7 Manager Govermnent to put in place machinery that 
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accelerates the approval of applied projects 
since delays we are currently experiencing 
tend to derail our objective of developing the 
economy. 
93 12 Manager Our training institution should forecast more 
to the needs of manufacturing organisation 
and the structure. The training programmes 
should be towards meeting the need of 
industry. 
96 14 Manager' It is time to let go - empower employees, use 
participative and involvement style of 
management. Manufacturing organisation 
must in addition to getting new technology 
adopt the philosophies of continuous 
improvement seriously. Management must 
change their traditional approach as a matter 
of agency. Training and development is the 
key to the success of any manufacturing 
activities. 
99 9 Managerl In order to improve manufacturing systems 
organisation workers and management 
should work hand in hand. 
100 12 Skilled Communication between employees and 
their charge-hands must be good. Employees 
must not be afraid of giving their on ideas or 
making decisions on how to do a job. 
Workshop employees must be educated on 
how to communicate with their bosses and 
how to improve their working conditions 
and quality of their products. And workers 
must know how important they are to the 
organisation. 
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Appendix Six 
The code names used in SPSS to represent the questions are shown below. 
Column Code Name The full Question 
Cl PERS-TIM Have a job which leaves you sufficient time for your 
personal or family life? 
C2 CHAL-TAS Have a challenging tasks to do, from which you can get 
a personal sense of accomplishment? 
C3 TENS-STR Have little tension and stress on the job? 
C4 PHYS-CON Have good physical working conditions ( good 
ventilation and lighting, adequate work space etc.)? 
CS REL-SUPE Have a good working relationship with your direct 
superior/manager? . 
C6 EMPL-SEC Have the security of employment? 
C7 FREEDOM Have considerable freedom to adopt your own approach 
to the job? 
C8 COPERATN Work with people who co-operate well with one 
another? 
C9 CONS-DEC Be consulted by your direct superior in his/her decision? 
ClO RE-CONTR Make a real contribution to the success of your 
organisation? 
Cll HIGH-EAR Have an opportunity of higher eamings? 
Cl2 SERV-COU Serve your country? 
CB DES-AREA Live in an area desirable to you and your family? 
Cl4 AD-TRAIN Have the opportunity for advancement to higher level 
jobs? 
CIS JOB-V-AD Have an element of variety and adventure in the job? 
Cl6 PREST-OR Work in a prestigious, successful company or 
organisation? 
Cl7 HELP-OTH Have an opportunity for helping other people? 
Cl8 W-D-JOB Work in a well-defined job situation where the 
requirements are clear? 
Cl9 TMGR-PRE Now, for the above types of managers, please mark the 
one which you would prefer to work under 
C20 TMGR-COR And, to which one of the above five types of managers 
would you say your own manager most closely 
corres/1onds? 
C21 FL-N-T-W How often do you feel nervous or tense at work? 
C22 RULE-BRO A company or organisation's rules should not be broken 
- even when the employee thinks it is in the best interest 
of the organisation 
C23 TRUSTED Most people can be trusted 
C24 WORK-DIS Quite few employees have an inherent dislike of work 
and will avoid it if they can 
C2S LARG-DWP A large corporation is generally a more desirable place 
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to work than a small company 
C26 RESP-EF A corporation should have a major responsibility for the 
health and welfare of its employees and their families 
C27 COMP-INT Competition among employees usually does more harm 
than good 
C28 EMP-PATD Employees in industry should participate more in the 
decisions made by management 
C29 INDVD-HI Decisions made by individuals are usually of higher 
quality than decisions made by groups 
C30 SOC-PROB A corporation should do as much as it can to help solve 
society's problems ( e.g. poverty, discrimination, 
pollution etc.) 
C31 AFR-DISA How frequently are subordinates afraid of express 
disagreement with their superior [chargehand, 
/foreman,/supervisor,/manager 
C32 CONTW-YR How long do you think you will continue working for 
this company? 
C33 MGR-HELP How often would you say your immediate managerlhoss 
is concerned about helping you get ahead? 
C34 COMP-SUF If an employee did take a complaint to higher 
management, do you think he/she would suffer later on 
for this ( such as getting a smaller salary increase, or 
getting the less desirable jobs in the department, etc.) 
C35 MAR-STST Are you :-Male (unmarried)Male (married)Female 
(unmarried) Female (married) 
C36 AGE-YRS How old are you? 
C37 EDUC-YRS How many years offormal school education did you 
complete? 
C38 PER-INCO How long have you been employed by this company? 
C39 KIND-WOK What kind of work do you do? 
C40 COUNTRY What nationality are you? 
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Appendix Seven 
Personal Interview Qnestions 
These Questions were asked informally and recorded with a hidden recorder to avoid 
formal answers. 
1. What is your business for? 
2. Who is it trying to serve? 
3. How should it go about serving them? 
4. What do you see in your markets? 
5. How will changes in technology, political and social reform (ESAP) transform your 
organisation? 
6. What does it mean to operate globally 
7. What does it mean to have global competition? 
8. What input does this provide for developing the case for change in your company? 
9. What is the historical context in which you are operating? 
10. What can you learn from the past? 
II.How can you teach from the past? 
12. What capabilities will be specifically needed to operate in the future, in your 
industry, as it will be redefined? 
13.How will these capabilities make you distinctive? 
14.Can you develop a contemporary statement of the purpose and vision, which 
describe your company objectives? 
IS.Can you create a metaphor for change, an image of the future that can spread 
throughout the organisation, inspiring everyone for the hard work to come? 
16.How trustworthy are your co-workers? 
17.How trustful are you? 
18.What do you think about your superiors? 
19.How corporative are your co-workers? 
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